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Abstract of thesis entitled 
"The art of explaining organizational changes to employees: 
Reducing negative reactions through effective communication" 
submitted by 
HAU Wing Sze Vivien 
for the degree of Master of Philosophy in Industrial-Organizational Psychology 
at the Chinese University of Hong Kong 
in August, 2003. 
Organizational changes may violate psychological contracts between employers and 
the employees. Therefore, explanations for the changes are important in managing 
organizational conflicts. However, how employees perceive explanations for 
organizational changes may moderate the relationship between their psychological 
contract violations (PCV) and their subsequent negative reactions. This research 
studied the relationship between employees' PCV in the context of organizational 
changes and their reactions. In study 1，I constructed a list of 18 explanations for 
organizational changes, which were analyzed from the qualitative responses of 50 
Hong Kong employees. This list of explanations was used to investigate how 
legitimate explanations and explanations carrying positive impression of 
organization moderated the effect of PCV on employee reactions. Four hundred fifty 
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one participants, who were working in organizations that implemented organizational 
changes during January 2001 to March 2003, were recruited in the current study. 
Results showed that there were significant effects of PCV on four behavioral and 
attitudinal reactions. I also found that legitimate explanations and explanations 
bringing positive impression to organizations alleviate the negative effects of PCV 
on job satisfaction and intention to quit. Also, if communicators appeared sincere 
when explaining organizational changes, decrement of organizational citizenship 
behavior could be weakened. These findings provided insight into how organizations 
can implement more effectively organizational changes without being perceived to 
violate employees' psychological contracts. 
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Chapter One: Introduction 
Organization changes include wage reduction, wage freezing, benefit reduction, 
layoff, and implementation of voluntary resignation, mergers and acquisition. Some 
organizations implement changes for the purpose of increasing economic return by 
saving costs, reducing redundant staffs or enhancing organizational effectiveness. 
However, organizational changes usually result in negative consequences like 
employees' resentment towards organizations and survivors' syndromes. These 
negative sentiments may be a result of violating the psychological contracts between 
employer and employees. 
A psychological contract is commonly defined as an employee's beliefs about 
the reciprocal obligations between that employee and his or her organization, where 
these obligations are based on perceived promises and are not necessarily recognized 
by agents of the organization (Morrison & Robinson，1997). Under organizational 
changes, the original psychological contract may be violated. 
Psychological contract has three distinctive elements that are different from 
other contracts (Morrison & Robinson, 1997). First, psychological contracts 
emphasize “an employee's beliefs about the obligations underlying his or her 
employment relationship are not necessarily shared by agents of the organization" 
(P.228). Second, psychological contracts are based on perceived promises, which are 
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conveyed through various means. Thus, psychological contracts encompass "not only 
obligations established via a formal or an implied contract, but also perceived 
obligations that result from more implicit means" (p.228). Third, psychological 
contracts are held by employees, representing employees' beliefs about obligations 
between them and the organization rather than any specific agent of the organization. 
Although it has been argued that both organization and employees held their 
psychological contracts towards each other, recent research (e.g. McLean Parks & 
Kidder, 1994; Robinson & Rousseau, 1994) generally re-conceptualized 
psychological contracts as being held by employees alone. The argument is that 
organizations cannot "perceive", despite that individual managers can personally 
perceive a psychological contract with employees and respond accordingly 
(Rousseau, 1989). 
Rousseau and colleagues found that employment itself is perceived as a promise 
(i.e., the implied contract of continued future employment) and an employee's 
performance is perceived as a consideration (i.e., a way of paying for the promise) 
(Robinson & Rousseau, 1994; Rousseau & Anton, 1988). Thus, psychological 
contracts emerge when individuals perceive that their organization has agreed to 
provide them with certain rewards in return for their contributions to the organization 
(Tumley & Feldman, 2000). A psychological contract, unlike a formal employment 
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contract, is not made once but rather it is revised throughout the employee's tenure in 
the organization (Rousseau & Parks, 1993). Psychological contract focuses on 
individuals' beliefs and interpretation of a promissory contract. It is a subjective 
employment relationship (Argyris, 1960; Robinson, 1996). Moreover, psychological 
contract is multidimensional. In general, researchers like Lincoln and Miller (1979) 
V 
characterized it along the two dimensions of relational/affective and 
transactional/instrumental. 
Psychological contract violations (PCV) 
Psychological contract violations (PCV) occur when employees perceive that 
the organization has failed to fulfill one or more of its obligations as defined by the 
psychological contract (e.g., Robinson et al.’ 1994; Robinson & Morrison, 1995; 
Robinson & Rousseau, 1994). Specifically, Morrison and Robinson (1997) referred 
to the cognitions that the organization has failed its obligations as psychological 
contract breaches whereas the subsequent emotional or affective states as 
psychological contract violations. 
Psychological contract breaches deny individuals desired outcomes and benefits 
(Kickul & Lester, 2001). From an equity theory perspective (Adams, 1965)， 
individuals try to find an equitable balance between what they receive from the 
organization and their own contributions. When employees perceive that their 
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employer has failed to fulfill promised inducements, they may withhold their own 
designated contributions (Robinson & Morrison，1995). Such psychological contract 
breach will serve as a trigger for this cognitive sense-making processing response to 
the unexpected and negative events. However, an employee will in some cases make 
sense of a breach subconsciously and such that the feelings of violation may be 
elicited without employees' conscious awareness of the preceding judgments 
(Robinson & Morrison，1995，p.242). Therefore, employees may give emotional 
responses such as anger toward the violations but be unable to tell the cognitive 
appraisals of how much they receive from the organization and how much they 
contribute to the organization. In this study, I focused on the emotional outcomes (i.e., 
psychological contract violations), instead of the preceding cognitive appraisals (i.e., 
psychological contract breaches), which employees might not be able to articulate. 
Psychological contract violations after organizational changes 
Though many research had discussion on PCV (e.g., Robinson & Rousseau, 
1994; Robinson & Morrison, 1995; Cassar, 2001)，seldom did they study PCV 
specifically in the context of organizational changes. Tumley and Feldman (1998) 
found that managerial staff in restructured firms was significantly more likely to 
perceive PCV in the areas of job security, input into decision-making, opportunities 
for advancement, and amount of responsibility. Traditionally, Hong Kong people 
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have shared a relational psychological contact with organizations. Frequent 
organizational changes after 1998 have called an end to the permanent 
employer-employee relationship. In this way, organizational changes might have 
caused PCV of Hong Kong people. Therefore, the current study focused on the PCV 
of Hong Kong employees under the context of organizational changes. 
Employees' reactions of psychology contract violations 
Employees have negative behavioral and attitudinal reactions to PCV. A breach 
of psychological contract can cause employees to react negatively toward their 
employer. Although the study of the PCV was recent, research found many negative 
reactions, both behavioral and attitudinal, resulted from PCV. In the present study we 
focused on one behavioral reaction, organizational citizenship behavior, and three 
attitudinal reactions, namely job satisfaction, organizational commitment, and 
intention to quit. 
Organizational Citizenship Behavior (OCB). Organizational citizenship 
behavior refers to employee behavior that is extra-role, that promotes organizational 
effectiveness, and that is not explicitly recognized by an organization's reward 
system (Organ, 1988; 1990). Organizational citizenship behavior has its foundation 
on the existence of an employee-employer contract (Robinson & Morrison, 1995, 
P.290). Indeed, it is 'any behavior that exceeds the contractual agreement between 
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employee and employer' (p.290). It also focuses on social exchange, reciprocity and 
equity, which are central concepts to employee-employer contracts (Famsworth, 
1982; Rousseau, 1989; 1990; Rousseau & McLean Parks, 1993). 
Psychological contract violation results in lower civic virtue (e.g., Robinson & 
Morrison, 1995; Tumley & Feldman, 2000)，which is one of the five dimensions of 
OCB (Organ, 1988). More importantly, the negative impact on civic virtue brought 
by perceived violation of relational obligations, which "pertain to open-ended (i.e. 
nonspecific in terms of time) relationships that involve considerable investments by 
both employers and employees and a high degree of mutual interdependence" 
(Kabanoff, Jimmieson, & Lewis，2000), is greater than that brought by perceived 
violation of transactional obligations’ which are characterized by shorter duration 
but well-specified performance standards and are more likely to focus on monetary 
exchanges. Tumley and Feldman (2000) also found PCV decreased employees' 
willingness to engage in OCB, with a partial mediating effect through unmet 
expectation and job dissatisfaction. In this study, I hypothesized that higher PCV 
would be associated with fewer OCB. 
HI: Increase in PCV would associate with decrease in OCB. 
Job Satisfaction. Psychological contract violations, e.g., violation of support and 
violation of rapid advancement, lower job and organizational satisfaction (e.g., 
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Cassar, 2001; Robinson & Rousseau, 1994). The major source of dissatisfaction 
came from the discrepancy between what was expected and what was received (e.g., 
Wanous, 1973). Besides, what the employer promised but failed to provide may often 
be those aspects that are important for work satisfaction (Robinson & Rousseau, 
1994). Employees become unmotivated to perform and to obtain satisfaction from 
work when they can no longer rely on the promised inducements (Porter & Lawler’ 
1968). Hence, I hypothesized that under organizational changes, employees with 
higher PCV would report lower level of job satisfaction. 
H2: Increase in PCV would associate with decrease in job satisfaction. 
Organizational Commitment. Past research found that PCV also lowered 
organizational commitment (e.g., Bunderson, 2001; Cassar, 2001). In an exchange 
framework, commitments are the performance and loyalty employees offer to the 
organization in return for material benefits and rewards. When psychological 
contracts are violated, employees will decrease their belief that the employer will 
fulfill promises, and contributions. In an affective perspective, commitment is 
employees' sense of attachment identification and affiliation with the organization 
(e.g., Mowday et al.，1979). When psychological contracts are violated, employees 
may think that the firms do not value their contributions and care little about their 
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well-being. Therefore, I hypothesized that employees with higher PCV would report 
lower organizational commitment. 
H3: Increase in PCV would associate with decrease in organizational 
commitment. 
Intention to Quit. Psychological contract violation also leads to intention to quit, 
which increases attempts to find alternative employment and actual turnover (Guzzo 
et al., 1994; Robinson & Rousseau, 1994). Because PCV weakens the mutually 
beneficial relationship between the employee and employer, employees will reassess 
their attachment to the organization. The violated party loses faith in the benefits of 
staying in the relationship and is therefore, more likely to leave (Robinson & 
Rousseau, 1994). In this study, I hypothesized that employees with higher PCV 
would have greater intention to quit. 
H4: Increase in PCV would associate with increase in intention to quit. 
Managerial explanations of organizational changes 
Given that organizational changes are often inevitable and the ensuing PCV 
would likely lead to negative employee reactions, the challenging question is how to 
minimize these negative impacts. I believed that managerial explanations of 
organization changes could ameliorate the adverse consequences of PCV. 
Explanations for organizational conflicts are known as social accounts, which 
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are managerial explanation, justifications, and excuses, e.g., citing economic 
conditions as a motivation for change, are effective means to manage organizational 
conflicts like PCV that are brought forth by organizational changes (Sitkin & Bies， 
1993). 
According to Rousseau (1995)，a corporation that gives an account of its actions 
can reduce its culpability by communicating positive intentions and providing 
information on external constraints (e.g., economic conditions, external competition, 
and etc.) or other extenuating circumstances that limit available courses of action. 
Furthermore, people tend to perceive social accounts as adequate when managers use 
normative appeals and consequently do not appear to have self-serving motives (Bies, 
1987b; Shapiro, 1991). 
Therefore, Sitkin and Bies (1993) proposed three categories of social accounts. 
The first category is mitigating responsibility, which is used to "alter perceptions of 
causality for an incident or action". Mitigating accounts, e.g., "The unfavorable 
restructuring strategy is forced by the economic crisis" have been found to lessen 
apparent responsibility for unfavorable outcomes and reduce feelings of unfairness 
and disapproval. The second category is exonerating motives, which "attempts to 
legitimate the action by appealing to higher-level values". It attempts to explain basic 
premises underlying the actions such as appealing to a shared goal, e.g., "competitive 
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superiority". The third category is refraining outcomes, which "changes perceptions 
regarding the consequences of the action". It attempts to change people's perceptions 
toward consequences, e.g., "The present restructuring and layoff will lead an 
organization to be more competitive and to have more stable employment in the 
future". 
In addition, Bies (1990), and Bies and Sitkin (1992) categorized four types of 
excuses delivered by middle managers for a variety of bad news. These excuses were 
(a) mitigating situational circumstances (e.g., "The economic recession won't allow 
us to hire more people"), (b) someone else's fault (e.g., "It was the previous boss's 
fault"), (c) the subordinate's fault (e.g., "Your performance failed to meet the 
target"), and (d) the boss's fault (e.g., "I made an error/ mistake"). 
Given several representative studies on the explanations for organizational 
changes in the West, there is a lack of study in this area in Hong Kong. Watson 
Wyatt (2002) reported findings of its survey with Hong Kong employers on their 
motivation for restructuring (Human Resources, 2002). However, employers' 
motivation to restructuring might not be the messages that employees received. More 
importantly, employees' reactions to organizational changes were usually based on 
the messages they received, instead of the original motives of employers. Hence, it is 
important to construct explanations that employees commonly received nowadays. 
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In addition, the explanation categorization mentioned above is for 
implementing general management decision. It lacks a categorization of explanations 
specifically for organizational changes. Therefore, an integral part of this study was 
the construction of a comprehensive list of explanations from the employees' 
perspective by conducting a qualitative study in Hong Kong. In addition, a 
categorization of these explanations was conducted through answers from 
participants in a quantitative study. 
Note that the explanations described above are offered by the organizations. 
Employees also received interpretation of or reasons for organizational changes from 
various sources such as the media, colleagues, rumors, and etc. These informal 
explanations, delivered by sources other than the official notification of the 
organizations, might be different from the formal explanations offered by the 
management. In the present study we would differentiate between the formal 
explanations and the informal explanations. 
Perceived legitimacy of explanations 
Social accounts theory provides a framework for understanding the perceived 
legitimacy of reasons formally articulated during the change process (Rousseau & 
Tijoriwala, 1999). However, employees are not passive recipients of change 
messages, and they do not always accept these explanations at face value. Whether 
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an explanation for organizational change can mitigate the negative impacts of PCV 
also depends on whether the explanation is perceived as legitimate. Not all reasons 
used to explain change are credible or acceptable to employees (Bies & Moag, 1986; 
Bies & Shapiro, 1987). Employees draw their interpretations and act on their own 
understandings of the explanations (Shapiro, Lewicki, & Devine, 1995). Mellor 
(1992) found that the level of belief in the explanations for layoff moderated the 
influence of job severity on commitment. 
Past research often conceptualized legitimacy of explanations as "legitimate, 
acceptable, and appropriate to explanation receivers" (e.g., Rousseau & Tijoriwala, 
1999). According to Harre (1977), there were usually two goals in explanations 
providers' mind. The first goal is to make the organization change intelligible. Thus, 
the explanation is an explication of the organization changes, such that employees 
have an understanding of why there is a change. The second goal is to make the 
change appear warrantable. Thus, the explanation, although acknowledging the 
behavior was bad, emphasizes it was the proper and appropriate action given the 
circumstances of the situation. If these goals are achieved, the explanation should be 
honored or accepted by employees. 
In essence, when employees interpret the organizational change (that brings 
about the PCVs) in a broad normative framework that legitimates an organization's 
Communications during organizational changes 14 
actions, they are more likely to accept and commit to the change. Thus, I 
hypothesized that: 
H5: Employees' perception of the legitimacy of their organizations' 
explanations (LEGIT) would moderate the effects of psychological 
contract violation on employees' reactions. 
Hence, although PCV might lead to fewer OCB, lower job satisfaction, lower 
organizational commitment, and higher intention to quit, legitimate explanations 
could alleviate these effects and lead to smaller decrease in OCB, smaller decrease in 
job satisfaction, smaller decrease in organizational commitment, and smaller increase 
in intention to quit. 
Impression Positivity 
Another concept related to attributes of explanations was outcome negativity, 
the degree of adversity the change recipient have with the change. Thus, it means 
how adverse a change recipient perceives the change as. Shapiro et al., (1994) found 
that perceived adequacy of accounts is greater under conditions of low outcome 
severity. Shapiro and Buttner (1988) found the perceived adequacy of an excuse to 
be greater under conditions of perceived low-outcome severity than perceived 
high-outcome severity. 
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The perception of outcome is a holistic view of the change consequences of 
the organization. Hence, I believed that some explanations bring a positive 
impression to the organization while others do not. For example, if a merger is 
perceived as increasing the market share of the organization, it might give a positive 
connotation. Thus, employees would expect an expansion of organizations and hence 
have optimistic forecast of ones' development. However, if a merger is understood as 
a means to save the company from bankruptcy, it might bring negative feelings. Thus, 
employees would expect a crisis in the firm and hence, generate a sense of insecurity 
toward their employment. Hence, I named such impression toward organization 
associated with an explanation as impression positivity. I anticipated that employees 
would be more receptive to a positive explanation than a negative explanation. Thus, 
I hypothesized that: 
H6: Impression positivity (POSIT) would moderate the effects of psychological 
contract violation on employees' reactions. 
Thus, though PCV might lead to fewer OCB, lower job satisfaction, lower 
organizational commitment, and higher intention to quit, positive explanations could 
alleviate these effects and lead to smaller decrease in OCB, smaller decrease in job 
satisfaction, smaller decrease in organizational commitment, and smaller increase in 
intention to quit. 
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However, explanations bringing positive impression toward organization might 
not always work. The effectiveness of the impression positivity of explanations 
might also depend on the legitimacy of the explanations. If employees receive an 
explanation that brings a positive impression but is also perceived as illegitimate, 
their negative reactions toward PCV might not be alleviated. Thus, even the message 
behind explanations (positivity) is positive, employees' reactions might not be 
altered if they do not accept the explanations (legitimacy). Baron (1988) found that 
when a message receiver perceived that the explanations for an organization's 
conflict-reducing actions were false, subsequent conflict might be heightened rather 
than reduced. Hence, both the organizations' impression and the legitimacy of an 
explanation are important in evaluating the effectiveness of an explanation in 
ameliorating the employees' reactions toward changes. Thus, I hypothesized a 
three-way interaction among PCV, impression positivity and legitimacy of 
explanations: 
H7: The perceived legitimacy (LEGIT) and the impression positivity (POSIT) 
would moderate the effects of psychological contract violations on 
employees' reactions. 
Hence, though PCV might lead to fewer OCB, lower job satisfaction, lower 
organizational commitment, and higher intention to quit, legitimate explanations and 
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explanations carrying positive impression toward organizations could alleviate these 
effects and lead to smaller decrease in OCB, smaller decrease in job satisfaction, 
smaller decrease in organizational commitment, and smaller increase in intention to 
quit，as compared with merely positive but illegitimate explanations. 
Perceived sincerity 
The sincerity of the organization in explaining the organizational changes would 
affect the employees' responses toward PCV. Provocations perceived as stemming 
mainly from external sources, such as economic recession, induce weaker levels of 
anger and retaliation than provocations perceived as stemming largely from internal 
sources, such as mismanagement (Baron, 1988). However, statements attributing to 
external sources might also induce anger if the statement communicators appear to 
be insincere or inaccurate. Insincere or inaccurate communication might lead 
employees to perceive the communicators as avoiding responsibility and using 
excuses. Hence, organizations need to deliver an explanation sincerely in order to 
alleviate employees' negative reactions toward a change. 
Similarly, a study on dyadic negotiation conducted by Rubin et al.，(1980) found 
that a negotiator's excuse led to greater negative reactions of his target audience if 
the negotiator might have appeared insincere in giving the excuse. In effect, 
insincerity undermines the bargaining relationship and contributes to conflict (Baron, 
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1988). 
Bies et al., (1988) showed that subordinates' reactions towards budget request 
refusals were also influenced by the sincerity of the boss in communicating the 
excuse. In other words, employees may react less negatively to PCV when they 
perceive the account as being communicated with high sincerity, than when they 
perceive the account as being communicated with low sincerity. Hence, I 
hypothesized that: 
H8: Employees' perception of the sincerity of their organizations' explanations 
(SINGER) would moderate the effects of psychological contract violation 
on employees' reactions. 
Thus, although PCV would lead to fewer OCB, lower job satisfaction, lower 
organizational commitment, and higher intention to quit, communicating 
explanations sincerely could alleviate these effects and lead to smaller decrease in 
OCB, smaller decrease in job satisfaction, smaller decrease in organizational 
commitment, and smaller increase in intention to quit. 
Mediation analyses 
Turn ley and Feldman (2000) suggested that it is important to test the mediating 
effects of job satisfaction on the relationship between PCV and other employees' 
reactions. If job satisfaction could mediate the relationship between PCV and other 
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employees' reactions, we could understand how PCV create a sense of job 
dissatisfaction, which further leads to other reactions of employees. Specifically, I 
would test the mediating effects of job satisfaction on the relationship between PCV 
and OCB, organizational commitment, and intention to quit. 
Overview 
To sum up, this study aimed at constructing a list of explanations for 
organizational changes and investigating the effects of PCV, perceived legitimacy, 
impression positivity, and sincerity of communication on employees' behavioral and 
attitudinal reactions. 
The present study is distinct from past research in terms of specification of 
context, conceptualization and sampling. First, empirical studies on PCV mainly 
focused on only discrete events, such as the introduction of a no-smoking policy 
(Greenberg, 1994). Surprisingly, nearly no empirical research studied the PCV 
experienced by employees as they deal with major organizational changes, an 
important trend of economic transformation. Study related most to PCV during 
organizational changes was Tumley and Feldman (1998)’s study of PCV during 
corporate restructuring, focused only on layoff, reorganization, mergers and 
acquisitions. The present study provided a more detailed categorization of major 
organizational changes. For example, layoff becomes more diversified today. For 
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example, other than the traditional form of layoff, organizations also implement 
voluntary resignation, which is another format of layoff by giving more autonomy to 
employees. Cost reduction changes could also be divided into wage reduction, wage 
freezing and benefit reduction. The present study provided a more detailed 
classification to ensure that related parties were included in the study population. 
Thus, other than employees who were influenced by the traditional form of 
organizational change, employees who were influenced by diverse forms of 
organizational change were also included in the study. 
Second, a number of past research studied the consequences of PCV, the 
influences of social accounts and employees' reactions to organizational changes. 
But seldom did research match these variables together and study the relationships 
among these variables. While Mellor (1992) studied how employees' belief in 
accounts moderate the relationship between layoff severity and commitment, the 
present research studied more specifically whether the accounts in different nature 
still effectively alleviated negative reactions when psychological contracts were 
violated. While Tumely and Feldman (1998) studied the PCV during corporate 
restructuring, the present study moved further and examined the role of explanations 
and communicators' sincerity in this context. 
Third, the existing empirical studies were rather limited to, or focused on only a 
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specific population, such as the implementation of empowerment on nurses (e.g., 
Rousseau & Tijoriwala, 1999). The present research generalized the findings to the 
working populations at different positions in different industries. 
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Chapter Two: Method 
Overview 
This research included two studies. The first study is a qualitative study, aiming 
at establishing a list of explanations for organizational changes. The second study is 
a quantitative study, aiming at investigating the effects of PCV, perceived legitimacy 
and impression positivity, and sincerity of communication on employees' behavioral 
and attitudinal reactions. 
Study 1 
The purpose of study 1 is to identify employees' perception of explanations 
that organizations usually use to explain organizational changes. 
Sample and Procedures. There were 53 participants in this qualitative study. 
By convenience sampling, participants of both sexes, different educational levels, 
ages, industries, jobs, salaries, organizational tenures, and work tenures were 
recruited in this study. Participants returned their completed questionnaires to 
research assistants directly. 27 participants were female (54%). Over 95% 
participants received secondary education or above. Participants aged 35.26 on 
average. Table 1 presents the demographics characteristics of the respondents. 
Measures. Participants were asked to write down reasons for organizational 
changes that they have experienced or heard of. They were also asked to indicate the 
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Table 1. Summary of Demographic Information of Participants in Study 1. 
Demographics Code Categories Frequency Percentage 
Sex 1 Male 23 46 
2 Female TH 54 
Educational 1 Kindergarten or none 0 0 
level 2 Primary 3 6 
3 Secondary 22 44 
4 Tertiary or above 25 50 
Age 1 Below 21 2 4 
2 21 to 30 19 38 
3 31 to 40 9 18 
4 41 to 50 18 36 
5 Over 50 2 4 
organizational changes that each of these explanation was addressing. Organizational 
changes were defined as wage reduction, layoff, mergers and acquisition in this 
questionnaire. The questionnaire is presented in Appendix A. 256 explanations for 
organizational changes were collected. 
These explanations were coded with reference to Watson Wyatt's (2002) survey 
of ‘the most significant factors/ forces motivating company to restructure'. In 
addition to the 6 factors listed by Watson Wyatt, I identified 12 more categories of 
explanations for organizational changes. The list of 18 explanations is presented in 
Table 2. Watson Wyatt's list of factors focused mainly on the financial factors (e.g., 
"economic recession", "Long-time financial performance", and "short-term 
profitability"). My list of explanation enriched Watson Wyatt's list by adding 
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Table 2. Categories of Accounts for Organizational Changes. 
Explanations 
1. Economic recession ^ 
2. External competition/ To increase competitiveness ^ 
3. Effective use of resource 
(To enhance the effective operation of organization) 
4. Increase in cost of doing business ^ 
5. Control of cost and expenditure 
(To save cost, to reduce expenditure) 
6. Increase in short-term profitability ^ 
7. Enhancement of long-term financial performance ^ 
8. Expansion of organization, desire to grow/excel 
9. Change in customers' demand ^ 
(e.g. change in customers' demand in products and services) 
10. Technological advances ^ 
(e.g. computerization leading to layoff, changes in industry) 
11. Organizational relocation 
(e.g. Moving factories/offices to mainland China) 
12. Outsourcing 
13. Decrease in organizational revenue, loss 
14. Mismanagement 
15. Environmental factors, political factors, social situation, etc. 
(e.g. China's entrance to WTO) 
16. A lack of resources 
(e.g. A lack of capital, difficulties of collecting capital) 
17. Change in employment format 
(e.g. Contractual employment, temporary employment) 
18. Downsize of organizational scale 
(e.g. Closing factories) 
Note, a Explanations quoted from Watson Wyatt (2002) 
external factors (e.g., environmental factors, political factors and social factors), 
factors concerning the resources (e.g., effective use of resource) and factors 
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concerning policy change in organizations (e.g., change in employment format). In 
addition, my list added some indigenous factors relevant to the Hong Kong situation, 
such as "relocation of organization" (e.g., to mainland) and "outsourcing", and etc. 
This list of 18 explanations was used in Study 2 as a comprehensive list of social 
accounts that were indigenously developed for the local Hong Kong population. 
Study 2 
Sample and Procedures. With a response rate of 66.25%, there were 530 
respondents in Study 2.1 included in the analyses only 451 respondents who were 
working at organizations with organizational changes. All 451 respondents were 
full-time employees working in Hong Kong and their current organizations have 
experienced organizational changes since January 2002. Organization changes, as 
defined in the present study, included (a) wage reduction, (b) wage freezing, (c) 
benefit reduction, (d) layoff, (e) voluntary resignation scheme, (f) mergers, (g) 
acquisition, and (h) other organizational changes. On this checklist respondents could 
indicate any or all of the organizational changes. 
By convenience sampling, participants of both sexes, different educational 
levels, ages, industries, jobs, salaries, organizational tenures, and work tenures were 
recruited in this study. 54.8% of those who surveyed were female. Over 95% of 
participants received secondary school education or above. Participants were 34.85 
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years old on average. Most participants worked in the public, social and personal 
service (46%) and as clerks (27.5%). Organizational tenure and work tenure 
averaged 7.86 (SD=7.68) and 13.34 (SD=9.72), respectively. Table 3 presents the 
demographics characteristics of the participants. Participants returned their 
completed questionnaires (Appendix B) either through mailing via a freepost postal 
service or as an electronic copy via email. 
Table 3. Summary of demographic information of participants in Study 2. 
Demographics Code Categories / P 
Sex 1 Male 201 45.2 
2 Female 244 54.8 
Educational 1 Kindergarten or none 0 0 
level 2 Primary 20 4.5 
3 Secondary 238 53.4 
4 Tertiary or above 188 42.2 
Age 1 Below 21 10 2.2 
2 21 to 30 173 38.9 
3 31 to 40 120 27.0 
4 41 to 50 116 26.1 
5 51 to 60 25 5.6 
6 Over 60 1 0.2 
Industry 1 Agriculture and fishing 1 0.2 
2 Mining and digging 2 0.5 
3 Manufacturing 35 7.9 
4 Water, electricity and gas 3 0.7 
5 Architecture 27 6.1 
6 Transport, stock and communication 28 6.3 
7 Wholesaling, retailing, import/ export, restaurant 
and hotel 24 5.4 
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Table 3 (Continue). 
Demographics Code Categories / p 
8 Finance, insurance, real estate and commercial 
service 84 19.0 
9 Public, social and personal service 203 46.0 
10 Not applicable and unclassified industry 34 7.7 
Job 1 Clerks 123 27.5 
2 Manager and executives 52 11.6 
3 Machine operators, and drivers 4 0.9 
4 Fishing workers 2 0.4 
5 Service and sales 66 14.8 
6 Non-technical staff 21 4.7 
7 Craftsman 14 3.1 
8 Professionals 78 17.4 
9 Assistant professionals 66 14.8 
10 Not applicable, solider or unclassified workers 21 4.7 
Salary 1 $5000 or less 10 2.3 
2 $5001-10000 86 19.4 
3 $10001-15000 115 25.9 
4 $15001-20000 96 21.6 
5 $20001-25000 44 9.9 
6 $25001-30000 35 7.9 
7 $30001-35000 22 5.0 
8 $35001 or more 36 8.1 
Note., f-Frequency; p - Percentage 
Explanations. These 18 categories of explanation were adopted from Study 1. 
Respondents indicated whether their organization has provided them those categories 
of explanation on a yes/no scale, and they could select more than one explanation. 
They had to indicate whether they have heard of these explanations through a formal 
or informal channel. 
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Perceived legitimacy. Perceived legitimacy was measured by a single item, 
‘Do you find the explanations legitimate?'. Respondents rated each of the 
explanations, that they have received, on a five-point scale with the endpoints 
l=Least legitimate and 5=Most legitimate. The internal consistency reliability 
(Cronbach's alpha) was .855. 
Impression positivity. Impression positivity was measured by a single item, 
'Does the explanations bring positive or negative impression to your organization?'. 
Respondents rated each of the explanations, that they have received, on a five-point 
scale with the endpoints 1= Negative and 5=Positive. The internal consistency 
reliability (Cronbach's alpha) was .847. 
Psychological contract violations (PCV). PCV were measured by two scales. A 
multi-item measure (a=.902) composed of 16 items tapping typical dimensions of 
employment relationship (e.g., salary, bonuses, training, and etc.) was adapted from 
Rousseau (1990). Respondents indicated the extent to which they received these 
items 16 from organizations on a 5-point scale with endpoints l=much less and 
5=much more. The 16 items included both monetary aspects (e.g., base salary) and 
non-monetary aspects (e.g., Responsibility). 
A 4-item scale (a=.847) was adopted from Robinson and Rousseau (1994), 
Guzzo et al. (1994), and Tumley and Feldman (1998) to measure the overall PCV. 
Communications during organizational changes 29 
The items were measured with a 6-point scale. Questions included 1) "Overall, how 
well has your organization fulfilled the commitments that were made to you when 
you were hired?" (1=”Always violate" to 6= “Always fulfill")； (Robinson & 
Rousseau, 1994); 2) "Overall, how does the amount of rewards (both financial and 
nonfinancial) you receive from your organization compare to the amount you think it 
should provide?" (l="Much less than" to 6= "Far more than") (Guzzo et al.’ 1994); 3) 
"All job factors considered together, how does the amount of rewards you actually 
receive from your organization compare to the amount of rewards that your 
organization promised you?" (l="Much less than" to 6= "Far more than")； 4) 
"Overall, how often has your employer failed to meet the commitments that were 
made you when you were hired?" (1="Always fail to meet" to 6= “Always meet"). 
The correlation between these two scales was statistically significant (r=.501, 
pc.Ol). The two scales were combined to represent the measure of PCV. First, I 
averaged the 16-item scale and the 4-item scale separately. Then, these two sets of 
mean values were standardized respectively. After that, I averaged the two 
standardized scales and used this set of mean scores to represent the whole PCV 
scale in analyses. The Cronbach's alpha of the whole PCV scale was .907. 
Measures of reactions. Four employees' reactions, including OCB, job 
satisfaction, organizational commitment, and intention to quit were measured. A 
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six-point Likert scale with endpoints l=Strongly disagree and 6=Strongly agree was 
used to measure these dependent variables. 
Organizational citizenship behavior. A 15-item scale of OCB (a=.746) was 
adopted from Podsakoff, MacKenzie, Moorman, and Fetter (1990). The 15 items 
were used to measure three dimensions, including conscientiousness, sportsmanship 
and altruism. Same sample items were “I do not take extra breaks", "I attend 
functions that are not required, but help the company image", and “I willingly help 
other who have work related problems". 
Job satisfaction. A two-item scale of job satisfaction (a 二 .681) was adopted 
from Robinson and Rousseau (1994). The two items were "I am satisfied with my 
job" and "Working for this organization is very satisfying to me". 
Organizational commitment. A 15-item scale of organizational commitment 
(a二.893) was adopted from Mowday, Steers, and Porter (1979). A sample items was 
"I am proud to tell others that I am a part of this organization". 
Intention to quit. A 3-item scale of intention to quit (a=.746) was adopted 
from Cammann, Fichman, Jenkins, and Klesh, cited in Cook et al. (1981). A sample 
items was “I will probably look for a new job outside my present organization in the 
next year". 
Perceived sincerity. A two-item scale of perceived sincerity (a=.866) was 
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adopted from Bies, Shapiro and Cummings (1988). A six-point Likert scale with 
endpoints l=Strongly disagree and 6=Strongly agree was adopted to measure the 
perceived sincerity. The two items were "The supervisor or individual representing 
the organization who communicates the accounts to you appeared sincere" and "The 
supervisor or individual representing the organization who communicates the 
accounts to you really meant what he or she said". 
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Chapter Three: Results 
Descriptive Analyses 
Organizational changes. There were 530 respondents of the questionnaire in 
Study 2. Discarding the 79 respondents (14.9%) who worked at organizations 
without organizational changes, 451 respondents (85.1%) worked at organizations 
with organizational changes since January 2002. Table 4 showed that among these 
451 participants, over 50% of participants worked at organizations with wage 
reduction (59%) or wage freezing (53.7%), followed by layoff (36.4%), benefit 
reduction (32.8%) and implementation of voluntary resignation (23.9%), mergers 
(14.6%), acquisition (7.3%) and other organizational changes (6%). 
Table 4. Frequency table of organizational changes 
Organizational changes Frequency Percentage 
Wage reduction 266 59.0 
Wage freezing 242 53.7 
Layoff 164 36.4 
Benefit reduction 148 32.8 
Implementation of voluntary resignation 108 23.9 
Mergers 66 14.6 
Acquisition 33 7.3 
Other organizational changes 27 6.0 
Total 451 100.0 
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Explanations. As shown in Table 5, among the 18 explanations, most 
participants have received explanations of "economic recession" (89%), "control of 
cost and expenditure" (89.1%), "effective use of resource" (82.3%), "external 
competition/ to increase competitiveness" (67%) and "change in customers' demand" 
(58.6%). Most participants received explanations for changes from formal sources 
(i.e., spokespersons of organization), ranging from 39.3% to 74.1%. One of the 
extreme examples was "expansion of organization, desire to grow/ excel" which was 
counted as explanations from formal source by 74.1% of participants but as informal 
source by 9.7% of participants. 
Table 6 presents the correlation matrix of the occurrences of 18 explanations. 
Most of the correlations coefficients of explanations were statistically significant, 
ranging from r=.09S (p<.05) to r=A47 (p<.05). The explanations that were used most 
often together were “12. Outsourcing" and “17. Change in employment format" 
(r=.447,p<.001). Explanations like “12. Outsourcing" and “18. Downsize of 
organizational scale" (^.417,/7<.001), and “6. Increase in short-term profitability" 
and “7. Enhancement of long-term financial performance"(广.414’ p<.001) were 
also being used together frequently. 
Exploratory factor analysis of explanations. I analyzed the factor structure of 










































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Communications during organizational changes 37 
component extraction and varimax rotation. Ratings of whether participants' 
organization implement changes for each of the 18 explanations (yes/no question) 
were used to conduct the Exploratory Factor Analysis. Based on the Kaiser's 
criterion (eigenvalue�1)，five categories of explanations were extracted from the 18 
explanations. Table 7 presents the factor analysis results. The total variance 
accounted for the 18 explanations was 53.199%. The five categories were interpreted 
as: 
(a) Organization's growth (e.g., Enhancement of long-term financial 
performance), i.e., organizational changes aim at striving for organizations' 
development in the market; 
(b) Change in employment system (e.g., Outsourcing), i.e., the needs to 
transform employment system and organizational scale drive organizations to 
change; 
(c) Disadvantageous situations (e.g., a lack of resources), i.e., organizations 
situate at disadvantages position like capital shortage, poor management, and 
loss of market advantages owing to foreign competitors brought by the WTOs, 
leading to the need of organizational changes 
(d) Coping with decreasing revenue by relocation (e.g., decrease in 
organizational revenue, loss), i.e., organizations proceed changes so as to 
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match the decreasing revenue and relocating plants/offices, and 
(e) Coping with poor economy with reducing cost (e.g. control of cost and 
expenditure), i.e., organizations respond to limited resources by proceeding 
changes. 
Table 7. Results of Exploratory Factor Analysis of the Explanations for 
Organizational Changes. 
Component ^ 
1 2 3 4 5 
7. Enhancement of long-term financial performance .725 
8. Expansion of organization, desire to grow/excel .671 
2. External competition/ To increase competitiveness .570 .446 
6. Increase in short-term profitability .545 
9. Change in customers' demand .477 
4. Increase in cost of doing business 
12. Outsourcing .781 
17. Change in employment format .731 
10. Technological advances .424 .594 
‘ 18. Downsize of organizational scale .528 .434 
16. A lack of resources .765 
15. Environmental factors, political factors, social .674 
situation, etc. 
14. Mismanagement .469 
13. Decrease in organizational revenue, loss .726 
11. Organizational relocation .533 
5. Control of cost and expenditure .667 
1. Economic recession .657 
3. Effective use of resource .509 
Note. Factor loading above .400 was set as criterion. 
''Component (5 Categories of explanation): 1. Organization's growth (items 7，8，2，6’ & 9); 2. Change 
in employment system (items 12’ 17’ 10’ & 18); 3. Disadvantageous situations (items 16, 15’ & 14); 4. 
Coping with decreasing revenue by relocation (items 13 & 11); 5. Coping with poor economy with 
reducing cost (items 5，1，& 3). 
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Some of the explanations found in this study were consistent with the list of 
Watson Wyatt (2002). I could find all similar or same explanations in Watson Wyatt 
(2002) in category 1 "Organization's growth", including explanation "7. 
Enhancement of long-term financial performance", "8. Expansion of organization, 
desire to grow/excel", “2. External competition/ To increase competitiveness", "6. 
Increase in short-term profitability", and “9. Change in customers' demand". There 
were also other similar items, including ‘‘4. Increase in cost of doing business", "5. 
Control of cost and expenditure", and "1. Economic recession". However, all 
explanations in category 3 "Disadvantageous situations" and 4 "Coping with 
decreasing revenue by relocation" are completely different from Watson Wyatt's list. 
Also, among the four explanations in category 2 "change in employment system", 
‘‘12. Outsourcing", "17. Change in employment format", and "18. Downsize of 
organizational scale" are new from Watson Wyatt's list. 
In short, Watson Wyatt (2002) mainly identified explanations related to 
organizational growth and cost-reducing strategies coping with poor economy. The 
list in the current study was a more comprehensive list with local factors like 
outsourcing and negative reasons like downsizing and loss. 
Perceived legitimacy of explanations. The means and standard deviation of 
perceived legitimacy of each explanation were reported in Table 8. Explanation "8. 
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Mean SD Mean SD 
1. Economic recession 3.525 1.171 2.779 1.297 
2. External competition/ To increase competitiveness 3 . 5 5 2 1 . 0 9 5 3 . 3 7 8 1 . 1 8 1 
3. Effective use of resource 3 . 3 3 3 1 . 1 1 4 3 . 3 5 6 1 . 1 3 3 
4. Increase in cost of doing business 3 . 1 7 7 1 . 1 4 8 2 . 9 6 7 1 . 2 3 2 
5. Control of cost and expenditure 3 . 3 4 1 1 . 1 1 2 3 . 3 6 8 1 . 0 8 5 
6. Increase in short-term profitability 3 . 1 1 7 1 . 1 9 7 3 . 1 9 4 1 . 2 9 9 
7. Enhancement of long-term financial performance 3.509 1.048 3.579 1.078 
8. Expansion of organization, desire to grow/excel 3.723 1.089 3.722 1.675 
9. Change in customers' demand 3 . 6 6 8 0 . 9 6 4 3 . 7 3 0 0 . 9 7 7 
10. Technological advances 3.426 1.155 3.476 1.193 
11. Organizational relocation 2.955 1.277 2.796 1.366 
12. Outsourcing 2 . 7 1 5 1 . 2 3 5 2 . 6 0 1 1 . 3 0 5 
13. Decrease in organizational revenue, loss 3.121 1.151 2.563 1.237 
14. Mismanagement 2 . 9 1 9 1 . 4 0 4 2 . 3 5 1 1 . 4 4 2 
15. Environmental and political factors, social situation 3.226 1.002 3.164 1.037 
16. Alack of resources 3.067 1.209 2.497 1.243 
17. Change in employment format 2 . 5 9 4 1 . 2 4 8 2 . 3 7 2 1 . 2 6 8 
18. Downsize of organizational scale 2.620 1,221 2.318 1.241 
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Expansion of organization, desire to grow/excel" (M = 3.723，SD=1.089) and 
explanation “9. Change in customers' demand" (M=3.668, SD=0.964) were 
perceived as most legitimate. Explanation "17. Change in employment format" (M 
=2.594，SD=1.248) and explanation “18. Downsize of organizational scale" (M 
=2.620’ SD=1.221) were perceived as the least legitimate. 
In addition, Table 9 shows the means of perceived legitimacy of each 
explanation category. Category 1 "Organization's growth" was perceived as most 
legitimate (M=3.514). Category 2 "Change in employment system" was perceived as 
least legitimate (M=2.839). 





1. Organization's growth 3.514 3.521 
2. Change in employment system 2.839 2.692 
3. Disadvantageous situations 3.071 2.671 
4. Coping with decreasing revenue by , . 3.038 2.680 relocation 
5. Coping with poor economy with reducing 
cost ‘ ‘ 
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Impression positivity of explanations. The means and standard deviations of 
impression positivity of each explanation were reported in Table 8. Explanation "8. 
Expansion of organization, desire to grow/excel" (M =3.722, SD=1.675) and 
explanation "9 Change in customers' demand" (M=3.730, SD=0.977) were perceived 
as most positive. Explanation "14. Mismanagement" and explanation "18. Downsize 
of organizational scale" were perceived as most negative (M=2.351, SD=1.442 for 
explanation 14’ and M =2.318, SD=1.241 for explanation 18). 
Table 9 shows the means of impression positivity of each explanation category. 
Category 1 "Organization's growth" was perceived as bringing most positive 
impression toward organizations (M=3.521). Category 3 "Disadvantageous 
situations" was perceived as bringing least positive impression toward organizations 
(M=2.680). 
Correlations between predictors and criteria 
Interconstruct correlations. Table 10 presents the correlation matrix among the 
predictors (PCV, LEGIT, POSIT, and SINGER), and criterion (OCB, job satisfaction, 
organizational commitment, and intention to quit) variables. 
As predicted in Hypotheses 1 to 4，respondents who experienced more PCV 
reported significantly fewer OCB (r =-.242, /7<.01), lower job satisfaction (r =-.460， 
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quit (/^.331,/7<.01). 
Respondents who perceived explanations as more legitimate reported 
significantly higher OCB (r=.270, p<.01), higher job satisfaction {r=26\,p<m\ 
higher organizational commitment (r=.296, p<.01), and a weaker intention to quit (r 
=-.208,/7<.01). 
Respondents who perceived explanations as carrying more positive impression 
toward organization reported significantly more OCB (a^.156,p<.01), higher job 
satisfaction (/^.206,p<.01), higher organizational commitment {r=232,p<.Q\), and 
a weaker intention to quit (r =-.172, p<.01). 
Respondents who perceived explanations from more sincere communicators 
reported significantly more OCB (^.280, p<.01), higher job satisfaction (r=.402, 
/?<.01), higher organizational commitment 0^ .541，/7<.01)，and a weaker intention to 
quit (r =-.236,/?<.01). 
Respondents who had greater PCV reported significantly lower perceived 
legitimacy (r=-.242, p<.01), lower impression positivity (r=-.210, p<.01), and lower 
perceived sincerity of communicators (r =-.367, pc.Ol). 
LEGIT and POSIT were inter-correlated with each other. Respondents who 
perceived explanations as more legitimate also perceived explanations as carrying 
more positive impression toward organization (r=.637,p<.01) and explanations from 
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more sincere communicators (r=.255,/7<.01). 
Respondents who perceived explanations as carrying more positive impression 
toward organization also perceived explanations from more sincere communicators 
(a^.251，P<.01). 
Regression Analysis 
Hypotheses 1 to 4, Table 11 presents the results of the regression analyses, 
supporting hypotheses 1 to 4. The multiple regression shows that PCV predicted 
lower OCB (办=-.091)，lower job satisfaction O=-.420)’ lower organizational 
commitment (办=-.395)，and higher intention to quit {b=309). All the main effects 
were statistically significant (/7<0.01). 
Hypotheses 5 to 7. Hypotheses 5 to 7 stipulated that legitimacy and impression 
positivity of explanations moderated the effects of PCV on OCB, job satisfaction, 
organizational commitment, and intention to quit. By using multiple linear regression, 
OCB, job satisfaction, organizational commitment, and intention to quit were 
regressed on the predictors sex, educational level, age, salary, organizational tenure, 
PCV, legitimacy (LEGIT), impression positivity (POSIT), and their respective 
two-way (PCV*LEGIT, PCV*POSIT, LEGIT*POSIT), and three-way 
(PCV*LEGIT*POSIT) interaction terms. 
Communications during organizational changes 46 
Table 11. Effects of PCV, Legitimacy, and Positivity on Organizational Citizenship 
Behavior, Job Satisfaction, Organizational Commitment, and Intention to Quit. 
Employees' reactions 
OCB Job Organizational Intention to 
satisfaction commitment quit 
R2 .185 .296 .420 .331 
F(12.412) 7.796** 14.458** 24.846** 16.957** 
� b .117* -.048 .104 -.194* Sex 
t 2.552* ^ 1.698 -1.98* 
Educational b .008 -.145 -.190** .463** 
level t ^ ^ -3.048** 4.635** 
, b .059* .076 .038 -.091 Age t 2.022* 1.384 .968 -1.451 
b .044** .061* .057** -.176** Salary 
t 2.907** 2.134* 2.84** -5.456** 
Organizational b .000 .008 .006 -.021* 
tenure t ^ U J ^ 1.23 -2.503* 
PCV b -.091** -.420** -.395** .309** 
t -3.493** -8.454** -11.258** 5.493** 
b .127** .148** .118** -.110 LEGIT 
t 4.359** 2.665** 3.008** -1.751 
b -.019 .015 .013 -.024 
POSIT t ^ ^ -.371 
n ^ � , , T ^ T T b -.043 -.135* -.064 .117 
P C V * L E G I T 
t -1.412 -2.521* 1.792 
_ _ b .024 .093 .008 -.151* 
P C V * POSIT 
t -.185 -2.193* 
L E G I T * b -.021 .018 -.017 -.000 
POSIT t ^ - n ^ .006 
P C V * b .012 .014 -.018 .020 
L E G I T * P O S I T t .874 .524 -.990 .677 
= — — ^ ― — — 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
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Following Aiken and West (1991), there are four steps to test for significant 
interaction (XsZs) between two continuous variables (so-called X and Z) on a 
dependent variable, Y. Specifically, it is a method to test whether, for example, Z 
moderates effect of X on Y. First, both variables should be centered (become Xs and 
Zs) with mean MXs and MZs, and standard deviation SDxs and SD谷’ respectively. 
Second, Y should be regressed on Xs, Zs, and XsZs, in order to obtain the beta 
coefficient (bxz) of XsZs. Third, two values should be calculated from Z, representing 
a Z high group (Zh) and Z low group (Zl): 
Zh = MZs + SDzs, 
Zl 二 MZs - SDzs. 
Forth, a t-test should be performed to investigate if effect of X in Z high group 
is significantly different from that in Z low group. The t-value is calculated by this 
formula: 
t = [bxz *(Zh - ZL)]/[Var(bxz)*( Zh - Z i /严’ 
where V a r(bxz) represents variance of the beta of interaction between centered X and 
Z. If the t-value is greater than 1.96，effects of X in Z high and low groups are 
concluded to be significantly different from each other. These steps were applied to 
test the interaction effects on the four criterion variables. 
Organizational citizenship behavior. The two-way interaction of PCV*LEGIT 
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and PCV*POSIT were not statistically significant for OCB (办=-.043, ？=-1.412, n.s, 
for PCV*LEGIT; Z7=.024, r=-.750, n.s. for PCV*POSIT). Thus, LEGIT and POSIT 
were not found to moderate the effect of PCV on OCB. 
In addition, the effect of sex (Z7=.117, r=2.552, p<0.05), age(办=.059，r=2.022, 
p<0.05) and salary {b=MA, ^=2.907, /?<0.05) were statistically significant on OCB. 
Male and younger employees, and lower salary were associated with fewer OCB. 
Job satisfaction. The two-way interaction of PCV*LEGIT was statistically 
significant for job satisfaction (Z?=-.135, r=-2.521,/?<0.05). LEGIT moderated the 
effect of PCV on job satisfaction. The interaction effects between these continuous 
predictors were tested according to the methods suggested by Aiken and West (1991). 
The effect of PCV on job satisfaction was found to be significantly different across 
levels of LEGIT (r=-2.137, /7<0.05). 
Figure 1 presents the interaction effect of legitimacy and PCV on job 
satisfaction. Although high PCV resulted in low job satisfaction regardless of the 
level of legitimacy of the explanations, the negative effect of PCV (when PCV was 
low) was found to be much stronger when legitimacy was low. Therefore, 
explanations that were perceived as more legitimate may lessen (or decrease) the 
negative impact of PCV on job satisfaction. 
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However, the two-way interaction of PCV*POSIT was not statistically 
significant for job satisfaction (b=093, r=1.537, n.s.). POSIT did not to moderate the 
effect of PCV on job satisfaction. 
In addition, the effect of salary was statistically significant on job satisfaction 
(办=.061’ r=2.134, p<0.05). Lower salary was associated with lower job satisfaction. 
Organizational commitment. The two-way interaction of PCV*LEGIT and 
PCV*POSIT were not statistically significant for organizational commitment 
(Z7=-.064,仁-1.58，n.s. for PCV*LEGIT;办=.008，仁-.185，n.s. for PCV*POSIT). Thus, 
LEGIT and POSIT was not found to moderate the effect of PCV on organizational 
commitment. 
However, the effect of educational level and salary were statistically significant 
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on organizational commitment (办=-.190’ r=-3.048,/7<0.05 for educational level; 
r=2.84, p<0.05 for salary). Higher educational level and lower salary were 
associated with lower organizational commitment. 
Intention to quit. The two-way interaction of PCV*POSIT was statistically 
significant for intention to quit (^=-.151,仁-2.193, p<0.05). POSIT moderated the 
effect of PCV on intention to quit. The effect of PCV on intention to quit was 
significantly different across levels of POSIT (仁-2.040，p<0.05). 
Figure 2 presents the interaction effect of impression positivity and PCV on 
intention to quit. Although higher PCV resulted in higher intention to quit regardless 
of the level of impression positivity of the explanations, the negative effect of PCV 
was found to be much stronger when impression positivity was low. Therefore, 
positive explanations could lessen the negative impact of PCV on employees' 
intention to quit. 
However, the two-way interaction of PCV*LEGIT was not statistically 
significant for intention to quit (>=.117，r= 1.792’ p>0.05). LEGIT did not moderate 
the effect of PCV on intention to quit. 
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Figure 2. Effect of Psychological Contract Violation and Impression Positivity on 
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In addition, the effect of sex (办=-.194，r=-1.98,p<0.05) and salary (b=-.ll6, 
r=-5.456, p<0.05) were statistically significant on intention to quit. Male employees 
and lower salary were associated with greater intention to quit. 
Summary. The results partially supported hypothesis 5 that legitimate 
explanation could ameliorate the negative impact of PCV on job satisfaction. I also 
found evidence for part of hypothesis 6 that positive explanation would mitigate 
employees' intention to quit. However, the PCV*POSIT*LEGIT interactions were 
not statistically significant on all four dependent variables, which did not support 
hypothesis 7. 
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Hypothesis 8. Hypothesis 8 stipulated that perceived sincerity of the 
explanations moderated the effects of PCV on OCB, job satisfaction, organizational 
commitment, and intention to quit. By using multiple regression, OCB, job 
satisfaction, organizational commitment, and intention to quit were regressed on the 
predictors sex, educational level, age, salary, organizational tenure, PCV, SINGER, 
and the two-way interaction (PCV* SINGER) (Table 12). 
Organizational citizenship behavior. Regression analysis of OCB found that 
SINGER enhanced OCB (办=.120，仁4.695，p<0.05). 
Also, we found that the two-way interaction of PCV*SINCER was statistically 
significant for organizational citizenship behavior (^=.042, ？=-2.392, p<0.05). 
SINGER was found to moderate the effect of PCV on organizational citizenship 
behavior. The effect of PCV on organizational citizenship behavior was found to be 
significantly different across levels of SINGER (r=-2.259, p<0.05). 
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Table 12. Effects of PCV and Sincerity of Explanations on Organizational 




Job Organizational Intention to 
OCB s 
satisfaction commitment quit 
R2 .182 .339 .518 .327 
F(8,420) 2.384** 18.525** 17.101** 24.137** 
� b .080 -.115 .028 -.167 Sex 
t -1.369 ^ -1.706 
Educational b .020 -.095 -.144* .432** 
level t ^ -1.126 -2.560* 4.357** 
, b .057* .061 .015 -.095 Age t 1.982* ^ -1.543 
„ , b .046** .060* .058** -.167** Salary 
t 3.069** 2.204* 3.200** -5.225** 
Organizational b .003 .014* .012* -.023** 
tenure t ^ 2.001* 2.489* -2.784** 
PCV b -.057* -.330** -.321** .315** 
t -2.327* -7.321** -10.731** 5.974** 
b .120** .300** .314** -.141** SINGER t 4.948** 6.735** 10.577** -2.695** 
„ � b .042* .013 .007 .027 PCV*SINCER 
t -2.392* .392 .337 -1.729 
Note. *p < .05，two-tailed. **p < .01, two-tailed. 
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Figure 3 presents the interaction effect of perceived sincerity and PCV on OCB. 
When the explanations were not sincere, OCB was low regardless of PCV. However, 
sincere explanations enhanced OCB when PCV was low. Therefore, explanations 
that are delivered more sincerely may weaken (or decrease) the negative impact of 
PCV on the employees' OCB when PCV was low. 
Figure 3. Effect of Psychological Contract Violation and Perceived Sincerity on 
Organizational Citizenship Behavior. 
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In addition, the effect of age (办=.057’ r=1.982, /?<0.05) and salary (>=.046， 
r=3.069, p<0.05) were statistically significant on OCB. Younger employees and 
lower salary were associated with fewer OCB. 
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Job satisfaction, organizational commitment, and intention to quit. The main 
effect of SINGER was statistically significant on job satisfaction, organizational 
commitment, and intention to quit. Sincere explanations resulted in higher job 
satisfaction (Z?=.300, r=6.735,p<0.05), higher organizational commitment 
r=10.577, /7<0.05) and lower intention to quit {b=-.Ul, r=-2.695, p<0.05). However, 
the PCV*SINCER interactions were not statistically significant for these variables. 
In addition, the effect of salary (^7=0.060, t=2.204, p<0.05) and organizational 
tenure (l?=.014, t=2.001, p<0.05) were statistically significant on job satisfaction. 
Lower salary and shorter organizational tenure were associated with lower job 
satisfaction. 
The effects of educational level (b=-.144, ？=-2.560,/?<0.05)’ salary (Z7=.058, 
r=3.200,/7<0.05) and organizational tenure (Z?=.012, r=2.489, p<0.05) were 
statistically significant on organizational commitment. Higher educational level, 
lower salary and shorter organizational tenure were associated with lower 
organizational commitment. 
The effect of educational level (/?=.432, t=4.357,p<0.05), salary (b=-.167, 
t=-5.225,p<0.05) and organizational tenure (b=-.023, r=-2.784, p<0.05 ) were 
statistically significant on intention to quit. Hence, higher educational level, lower 
salary and shorter organizational tenure were associated with greater intention to 
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quit. 
Mediating effects of job satisfaction 
Owing to the strong correlations between OCB, job satisfaction and 
organizational commitment, and intention to quit (Table 10)，the mediating effects of 
OCB, job satisfaction between PCV and organizational commitment, and intention to 
quit were explored. The mediating effects of job satisfaction between PCV and the 
four employees' reactions were tested according to the four steps suggested by Baron 
and Kenny (1986). Consider the test of the mediating effect on OCB, first, a multiple 
regression was performed to test the effect of PCV (the predictor variable) on job 
satisfaction (the mediator variable), after controlling demographics. Table 13 shows 
that the effect of PCV on job satisfaction was statistically significant (办=-.449， 
f=-10.560，/?<.01)’ which fulfilled Step 1. Second, a multiple regression was 
performed to test the effect of PCV (the predictor variable) on OCB (criterion), after 
controlling demographics. Table 13 shows that the effect of PCV on OCB was 
statistically significant (办=-.221’ r=-4.776,/7<.01), which fulfilled Step 2. Third, a 
multiple regression was performed to test the effect of job satisfaction (mediator) on 
OCB (criterion), after controlling demographics. Table 14 shows that the effect of job 
satisfaction on OCB was statistically significant (Z?=.518, r=12.580,/?<.01), which 
fulfilled Step 3. Fourth, a multiple regression was performed to test the effect of PCV 
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Table 13. Effects of Demographics and PCV on Organizational Citizenship Behavior, 
Job Satisfaction, Organizational Commitment, and Intention to Quit, 
Employees' reactions 
OCB Job Organizational Intention to 
satisfaction commitment quit 
R2 .132 .271 .392 .314 
F F(6’ 431)=10.901** F(6, 430)=26.63 1 ** F(6.43I)=46.335** F(6,43 丨尸32.870** 
� b .113* -.030 .060 -.080 Sex 
t 2.434* -1.940 
Educational b .019 -.080 -.136** .224** 
level t ^ -1.638 -3.029** 4.695** 
b .155** .100 .075 -.089 
t 2.684** -1.733 
b .158** .107* .133** -.264** Salary 
t 2.816** 2.078* 2.820** -5.275** 
Organizational b -.003 .062 .052 -.143** 
tenure t 1.104 1.020 -2.621** 
PCV b -.221** -.449** -.570** .324** 
t -4.776** -10.560** -14.716** 7.860** 
Note. *p < .05, two-tailed. **p < .01, two-tailed. 
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Table 14. Effects of Demographics and Job Satisfaction on Organizational 
Citizenship Behavior, Organizational Commitment, and Intention to Quit. 
Employees' reactions 
OCB Organizational Intention to 
commitment quit 
.330 .590 .413 
F F(6.430)=35.304** F(6’ 431 尸 103.046** F (6’ 430 尸50.326** 
„ b .130** .086** -.095* Sex 
t 3.187** 2.695** -2.484* 
Educational b .058 -.047 .172** 
level t 1.244 -1.287 3.919** 
, b .100* .009 -.047 Age t 1.974* ^ -.988 
„ , b .097 .091* -.232** Salary 
t 2.346* -5.019** 
Organizational b -.033 -.001 -.110* 
tenure t -2.178* 
Job b .518** .742* 氺 -.465** 
satisfaction t 12.580** 23.022** -12.042** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
(predictor) on OCB (criterion), after controlling demographics and job satisfaction 
(mediator). A full mediation can be concluded if the effect of the mediator (job 
satisfaction) is significant whereas the effect of the predictor (PCV) is not significant. 
Fulfilling step 4’ Table 15 shows that the effect of job satisfaction was statistically 
significant (Z7=.525’ r=11.334,p<.01) where the effect of PCV on OCB was not 
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statistically significant (Z?=.014, r=.299, n.s.). Thus, I found that the effect of PCV on 
OCB was completely mediated by job satisfaction. 
Table 15. Effects of Demographics, Job Satisfaction and PCV on Organizational 
Commitment, Organizational Citizenship Behavior and Intention to Quit. 
Employees' reactions 
OCE Organizational Intention to 
commitment q ^ 
R2 .330 .657 .428 
F(7,429) 30.209** 117.552** 45.913** 
b .130** .080** -.092* 
Sex 
t 3.189** 2.760** -2.446* 
Educational b .060 -.089** .192** 
level t 1.272 -2.631** 4.395** 
b .100* .012 -.048 Age t 1.970* . m -1.027 �� b .098* .063 -.219** Salary 
t 1.971* 1.774 -4.771** 
Organizational b -.034 .017 -.119* 
tenure t - ^ n ^ -2.378* 
Job b .525** .604** -.398** 
satisfaction t 11.334** 18.247** -9.304** 
PCV b .014 -.301** .145** 
t ^ -9.193** 3.439** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
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The same procedures were applied to test the mediating effects of job 
satisfaction on organizational commitment and intention to quit as well. These two 
sets of mediation analyses did not fulfill all four steps. Hence, job satisfaction did not 
completely mediate PCV and organizational commitment and intention to quit. 
However, partial mediation effects were found. 
First, Table 13 shows that the effect of PCV on job satisfaction was statistically 
significant (办=-.449, r=-10.560,p<.01), which fulfilled Step 1. Second, table 13 
shows that the effects of PCV on organizational commitment (b二-.570, r=-14.716, 
/?<.01) and on intention to quit (b=.324, ？=7.860, /7<.01) were statistically significant, 
which fulfilled Step 2. Third, table 14 shows that the effect of job satisfaction on 
organizational commitment (办=.742，？=23.022’ pc.Ol) and on intention to quit 
(办=-.465’ t=-12.042, p<m) were statistically significant, which fulfilled Step 3. 
Fourth, although the effects of PCV on organizational commitment (b=-.301, 
t=-9.193,p<.0l) and intention to quit (b=.145, r=3.439,p<.01) were still significant 
after controlling job satisfaction (table 15), the effects were smaller than those before 
job satisfaction was controlled (办=-.507，f=-14.716,p<.01 for organizational 
commitment;办=.324，r=7.860, p<.Ol for intention to quit) (table 13). Step 4 was not 
completely fulfilled. Hence, although a complete mediation effect could not be 
concluded, I found that the effects of PCV on organizational commitment and 
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intention to quit were partially mediated by job satisfaction. 
Mediating effects of PCV 
Based on the empirical results, we also explored in a post-hoc manner the 
mediation effects of PCV between the three communication tactics (LEGIT, POSIT, 
and SINGER) and the four employees' reactions (OCB, job satisfaction, 
organizational commitment, and intention to quit). The detail analyses were 
presented in Appendix C. In general, the effect of LEGIT on OCB was partially 
mediated by PCV, and the effects of LEGIT, POSIT, and SINGER on OCB, job 
satisfaction, organizational committment, and intention to quite were partially 
mediated by PCV. 
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Chapter Four: Discussion 
This study aims at investigating the effects of PCV on employees' reactions 
under organizational changes and how communication of explanations for 
organizational changes could alleviate the negative reactions of employees. Through 
a qualitative study, a list with 18 explanations for organizational changes was 
established in Study 1. Study 2 found that PCV undermined OCB, job satisfaction, 
organizational commitment, and increased intention to quit. More importantly, the 
results also showed that explanations of PCV that were perceived as legitimate could 
alleviate the decrease in job satisfaction. In addition, explanations that presented the 
organizations in positive image could also alleviate the increase in intention to quit 
caused by PCV. Also, explanations of PCV that were presented sincerely could 
weaken the decrement in OCB when PCV was low. Lastly, job satisfaction mediated 
PCV and OCB even after controlling demographics. 
Psychological contract violations and employees' reactions 
Consistent with past research findings, increase in PCV was associated with 
decrease in OCB (Robinson & Morrison, 1995), decrease in job satisfaction (Cassar, 
2001), decrease in organizational commitment (Bunderson, 2001), and increase in 
intention to quit (Robinson & Rousseau, 1994). Even after controlling for sex, 
educational level, age, salary and organizational tenure, PCV was still significantly 
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associated with these employees' reactions. 
Ameliorative effects of explanations 
Legitimate explanations. Although the effect of PCV on job satisfaction was 
statistically significant, the perceived legitimacy of explanations alleviated the 
decrease in job satisfaction. To apply what Sitkin and Bies (1993) suggested to my 
results, the message communicators appeal employees by legitimate explanations, 
through which the organizational changes would be associated with acceptable, or 
even noble, fundamental norms. Hence, angers and disapproval feelings were driven 
away because these feelings were incompatible with the legitimate purposes, which 
drove the changes. When the account was 'acceptable' to employees, equilibrium 
would be restored in the social relationship (Goffman, 1971). Hence, legitimate 
explanations would enhance the affective response, i.e., job satisfaction. 
Impression positivity. Impression positivity of explanations also moderated the 
effect of PCV on intention to quit. Thus, positive explanations alleviated the 
increasing intention to quit. Since employees received explanations which brought 
them positive impression of the organizations, they might form a more positive 
anticipation toward the organization's future and hence, reduce their intention to quit. 
Perceived sincerity of communicators. Perceived sincerity moderated the effect 
of PCV on OCB. With PCV, employees performed less OCB. When employees 
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perceived the explanations communicator as sincere, there was less decrement in 
OCB. This finding is consistent with findings of past research. Past research found 
that perceived sincerity was negatively associated with negative feelings and 
responses toward organizations (e.g., Bies, 1987a; Bies et al., 1988). 
When employees received an explanation, they acted as an intuitive detective in 
processing the explanation. Hence, they were influenced by the heuristic cues of 
message communicators, i.e., perceived sincerity of the communicators. To apply the 
Elaboration Likelihood Model of persuasion (Petty & Cacioppo, 1986), people might 
use the peripheral route to process the message, with low motivation to elaborate the 
meanings of the message and hence, sincere communications might influence the 
affective responses of employees. In this case, sincere communications of 
organizational changes should enhance employees' job satisfaction, which might 
further encourage OCB. 
The effects of communicating explanations sincerely on employees' reactions 
can also be understood by applying the concepts of interactional justice (Bies, 1987b; 
Bies & Moag, 1986). Based on this theory, interactional fairness refers to employees' 
judgment regarding the interpersonal treatment they receive during the 
implementation of organizational changes. Employees' judgments reflect their 
beliefs about whether he or she has been dealt with honestly and respectfully (Bies & 
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Shapiro, 1987). In this case, employees' reactions to organizational changes might 
depend on whether explanations for changes were presented to them sincerely. When 
an explanation for a change decision was communicated sincerely to employees, they 
might be more inclined to believe that fairness was served and to accept the 
organizational change. Such acceptance was associated with more OCB. 
Ineffective sides of explanations 
Legitimacy. Although perceived legitimacy effectively ameliorated many 
employees' reactions, the present study suggested that legitimate accounts are not a 
panacea. Legitimacy did not moderate the effect of PCV on OCB, organizational 
commitment, and intention to quit. 
Legitimacy did not moderate the effect of PCV on OCB. Most of the 
organizational changes selected for this study implied increasing competition among 
employees. For example, layoff and reduction in salary made employees think of 
further cuts in employees and salary, which implied one's stay or keeping salary 
constant was at the expense of others'. For example, organizations select layoff 
targets based on employees' job performance. To avoid being laid off, employees 
strive to outperform their colleagues. Hence, such comparison of job performance 
among employees might lead to an increase in competition among employees. 
Competition among employees might reduce helping behaviors, regardless of the 
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purposes for changes. 
Although legitimate explanations could alleviate the decrease in job satisfaction, 
it could not recover the decrease in organizational commitment, which is a more 
long-time attitude toward the organization. Job satisfaction is a more immediate 
variable and hence is most sensitive (and close) to PCV and legitimate explanations. 
In contrast, organizational commitment is relatively more stable and hence is 
relatively less sensitive to PCV and legitimate explanations. 
PCV and organizational commitment also emphasize the mutual relationship 
between employees and organizations. Hence, once there were organizational 
changes, they would suspect the future direction of the organizations and whether 
there would be further influence on them. Hence, regardless of the legitimacy of the 
purpose for change, employees would re-evaluate the organization, followed by 
lowering their commitment toward the organization. 
For intention to quit, even though the reasons for changes were legitimate, 
employees might still foresee an unfavorable future of the organization and hence, 
prepared themselves with a better alternative. For example, though employees think 
that it is legitimate to move the office to the mainland so as to save cost of the 
organization, they may still associate such a change with a negative impression 
toward the organization because it implies shrinkage of the local office. Therefore, 
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employees may still intend to quit. 
Impression positivity. Impression positivity did not moderate the effect of PCV 
on OCB, job satisfaction, and organizational commitment. 
Though the moderating effects of impression positivity between PCV and OCB, 
job satisfaction, and organizational commitment were not significant, the moderating 
direction was consistent with my hypotheses. Higher PCV led to fewer OCB, lower 
job satisfaction, and lower organizational commitment. Positive explanations tended 
to alleviate the decrease in OCB (b=.024)’ decrease in job satisfaction (b=.093), and 
decrease in organizational commitment (b=.008). 
According to Valence-Instrumentality-Expectancy Theory (Vroom, 1964), 
employees would be motivated to work hard if they expect their effort to lead to 
positive outcomes. Even though explanations might bring them positive impression 
toward organizations, they might not foresee a positive outcome for themselves. 
Thus, even if organizational changes are good to the organization, employees did not 
expect such positive organizational outcome would further bring them favorable 
outcomes for the individuals. In other words, even though there was positive 
expectancy (employees might expect that their extra-role behaviors would increase in 
organizational revenue), the instrumentality (the increase in organizational revenue 
might not lead to an increase in their salary) and valence (e.g. employees might think 
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that salary increase might not have sufficient value to motivate them to perform 
extra-role behaviors) might be low to them. Hence, even employees received 
explanations bringing positive impression toward organization, they still did not 
expect favorable outcomes for themselves and hence, did not increase their OCB. 
Although positive explanations could alleviate the decrease in intention to quit, 
it could not recover the decrease in organizational commitment. Seldom do 
employees intend to leave their organizations as long as they are still committed to 
their organization. Hence, supposedly organizational commitment should precede 
intention to quit. And, if an effect of PCV and impression positivity was found on 
intention to quit, it is surprising that similar effect was not found on organizational 
commitment. 
Three-way interactions between PCV, perceived legitimacy and impression positivity 
The three-way interactions between PCV, perceived legitimacy and impression 
positivity did not significantly predict OCB, job satisfaction, organizational 
commitment, and intention to quit, owing to a high correlation between perceived 
legitimacy and impression positivity (n=.637, p<.Ol). Employees perceived an 
explanation as legitimate tended to attribute a positive impression toward the 
organization. In other words, legitimate explanations tended to contribute to a 
positive impression toward organization. Manor (1994) found that people tended to 
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perceived the outcome to be negative, when procedural justice was perceived to be 
low. This finding could be applied to under the relationship between perceived 
legitimacy and impression negativity. When an explanation for a change decision 
was judged as illegitimate, employees might tend to believe that fairness was not 
served. Such perception might be associated with negative outcome, which might 
damage their impression toward their organizations. 
Also, these results of the three-way interaction are not surprising because the 
power of three-way interaction is usually low. It requires very huge sample to obtain 
a statistically significant results. Hence, given a sample of 451 in this study, larger 
sample size may be needed to find effects of the three-way interaction. 
Mediating effects of job satisfaction 
The effect of PCV on OCB was mediated by job satisfaction. It showed that 
PCV influenced employees' behavioral reactions through influencing its affective 
responses. In other words, to drive employees to increase their extra-role behaviors, 
employers need to raise their job satisfaction first. The effects of PCV on intention to 
quit and organizational commitment were not mediated by job satisfaction. These 
findings were partially consistent with the findings of Tumley and Feldman (2000) 
that job dissatisfaction and unmet expectation partially mediated the relationships 
between PCV and employees' willingness to engage in OCB and intention to quit. 
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As Tumley and Feldman (2000) suggested, it is important to test the mediating 
effects of job satisfaction on the relationship between PCV and other employees' 
reactions. As job satisfaction mediated the relationships between PCV and 
employees reactions, such as OCB in this case, we could understand how "the 
experience of PCV is likely to create a sense of job dissatisfaction in employees, and 
it is this job dissatisfaction, in turn, which leads to employees lowering their 
contribution to their organizations" (Tumley & Feldman, 2000). As job satisfaction 
did not mediate the relationships between PCV and employees reactions, such as 
organizational commitment and intention to quit in this case, we could understand 
that PCV was able to explain variance in these outcomes that job dissatisfaction 
could not account for. 
Multiple explanations 
I believe that employees do not receive sole explanations for an organizational 
change. In fact, Sitkin and Bies (1993) also concluded that multiple explanations are 
more accurate and complete. Also, it is more applicable in organizational settings. 
Hence, in this study, I listed 18 explanations for participants to choose. Consistent 
with past research (e.g. Sitkin et al , 1993), employees received multiple explanations, 
rather than sole explanations for organizational changes. However, the current 
research found that employees received an average of 9.4 explanations, with 2 
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explanations as minimum and 18 explanations as maximum. It is much more than the 
findings of Sitkin et al. (1993), which reported that respondents used an average of 
4.4 explanations. It may be driven by the technological advance, which produced 
higher information fluidity. Hence, employees received explanations about 
organizational change from more sources and hence, enlarged the number of 
explanations they reported. 
Explanations 
Although there may be many explanations for explaining an organizational 
change nowadays, some of them may be perceived as more legitimate or as bringing 
more positive impression to organization. The mean scores of legitimacy and 
impression positivity for each explanation categories also draw implications to 
managers in delivering explanations for organizational changes. 
Among explanation category 1 "Organization's growth", especially explanation 
“8. Expansion of organization, desire to grow/excel" and explanation “9. Change in 
customers' demand", were perceived as most legitimate. 
Among category 2 "Change in employment system", especially explanation “17. 
Change in employment format" and explanation "18. Downsize of organizational 
scale", were perceived as least legitimate. 
These findings were a bit different from the findings of Rousseau and Tijoriwala 
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(1999). Rousseau and Tijoriwala (1999) found that economic reasons, like "Increase 
organizational profitability", and quality reasons, like "improving quality of work 
life" were rated moderately in terms of legitimacy. However, the present study 
showed that the explanations related to organizations' growth were rated moderately 
high in legitimacy. Employees might perceive organizations' development and 
profitability as the objectives of organizations and hence, justified the 
implementation of organizational changes. To apply attribution theory, employees 
might attribute explanation “9. Change in customers' demand" as an uncontrollable, 
external factor. Hence, they perceived external forces, instead of their organization, 
as the stimuli for change, and hence, would not attribute the responsibility for 
changes to the organizations. 
Rousseau and Tijoriwala (1999) found that self-serving reasons that were 
dysfunctional, like "political reasons" and "following current management fads", 
were perceived as less legitimate. However, this study showed that reasons like 
explanation “14. mismanagement" were not the least legitimate. Explanations like 
"17. Change in employment format" might lead employees to think that their 
organizations still need the same amount of labor inputs but adopted a more cost 
effective way of employment. In this case, they might perceive the organizations as 
depriving them by replacing them with cheaper labor like outsourcing and temporary 
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workers. 
Explanation category 1 "Organization's growth", especially explanation “8. 
Expansion of organization, desire to grow/excel" and explanation “9. Change in 
customers' demand", was perceived as bringing most positive impression toward 
organizations. 
Category 3 "Disadvantageous situations", especially explanation “18. Downsize 
of organizational scale", and explanation “14. Mismanagement", was perceived as 
bringing least positive impression toward organizations. 
Categories 1 and 3 depicted the future of the organization in different ways. 
While category 1 showed employees with a hope of organizational growth, category 
3 showed employees a down turn of organization. Hence, employees would interpret 
their future with the organizations positively with the former category and negatively 
with the latter one. 
Limitations of the Study 
This is a cross-sectional study surveying respondents' reactions to PCV at one 
point in time. A pre-and-post organizational change design or a longitudinal study 
can reveal more precisely how organizational changes affect PCV, which will in turn 
influence other psychological responses. I suggest furthering the study with a 
longitudinal study, comparing psychological constructs before and after 
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organizational changes. 
Another limitation of this study is common source bias because all variables 
were measured with self-report by employees. In fact, the observed relationships may 
have been artificially inflated, since employees tended to respond consistently to 
questions assessing psychological contract violations, legitimacy, positivity, sincerity 
and employees' reactions. Such results may bias from the reality. Common source 
bias is difficult to be avoided. Even Robinson and Morrison (1995) measured 
independent variables and dependent variables one year apart, the problem still 
existed. Owing to time limit, I could not measure the variables in the present study 
with longer time interval. Consistent with Robinson and Morrison (1995), I suggest 
to survey employees, their employers, and if possible, their peers and subordinates in 
future research so as to gain a more comprehensive and objective picture. However, 
if future research adopted a 360 degree measurement, employees may invite 
supervisors, peers and subordinates with good relationships to participate in the study. 
Hence, future researchers need to be careful in implementation. 
Implications for Intervention 
Explanations. The list of 18 explanations provided a collection of common 
reasons for organizational changes in Hong Kong nowadays. It gave managers a 
picture of what reasons employees received from different sources about 
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organizational changes. The list and the mean ratings also showed managers the 
legitimacy and positivity of different explanations, reflecting the potential 
effectiveness or impacts of each explanation. 
The multiple explanations reported by participants also have two implications. 
First, if you still think that organizational changes were primarily motivated by a 
desire to cut costs in the teeth of a recession, you should be wrong (Human 
Resources, 2002). There are diverse reasons driving organizational change nowadays. 
Reasons like "7. Enhancement of long term financial performance" reflected a more 
optimistic prospect behind changes. Explanations like “11. Organizational 
relocation" and "12. Outsourcing" implied a transformation of commercial practices. 
Employees' report of these reasons implied that employees also noticed the 
optimistic sides of organizational changes. With accurate and adequate 
communication, these positive reasons would be communicated to employees. This 
finding may encourage communications between employers and employees. 
Second, employees are not passive receivers nowadays and are available to 
different information from diverse sources. Information from different sources may 
be contrasting. Rumors are usually generated from contrasting opinions. Hence, clear 
and consistent information from organization is important to give employees a clear 
message for changes. 
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PCV under organizational changes. There have been many research 
investigating the effects of PCV on employees' reactions. However, before Tumley 
and Feldman (1998)，"there has been virtually no empirical research on the PCV 
experienced by employees as they deal with major downsizing, reorganizations, 
mergers, and acquisitions". Hence, the current study moved further and found the 
effects of PCV on employees' reactions under the context of organizational changes. 
Several researchers, including Robinson (1996), clarified that the psychological 
contracts compromising perceived obligations must be distinguished from 
expectations. Only expectations that emanate from perceived implicit or explicit 
promises by the employer are part of the psychological contract. To apply this 
concept into the current research, organizational changes could have changed the 
employees' expectation that emanate from perceived implicit or explicit promises by 
the employers. For example, the traditional Chinese employment culture is 
permanent. Also, there was a trend of salary increase every year before the financial 
crisis. Therefore, employees would hold expectations of permanent employment and 
stable and increasing salary trend, which were perceived as promises of employers. 
In this case, organizational changes would lead to change in expectations that further 
influence the psychological contract violation of employees. 
PCV and employees，reactions. It is important to understand the relationships 
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between PCV and employees' reactions. For example, past research has found 
association between low job satisfaction and other job attitudes and behaviors like 
job involvement, turnover (e.g., Bretz, et al.’ 1994)，and prosocial behavior (e.g., 
McNeely & Meglino，1994). Therefore, as we understand the strong relationship 
between PCV and job satisfaction, we could carefully foresee the possible outcomes 
following job satisfaction or dissatisfaction. 
Higher PCV was associated with fewer OCB, lower job satisfaction, lower 
organizational commitment, and higher intention to quit. These findings further 
confirmed the impacts of violating mutual obligations between employers and 
employees. Such findings draw managers' attention to consider carefully before 
deciding any organizational changes. Here I would like to quote two phrases from a 
consultant to portray managers' concern for changes like layoff, "You can cut down 
to the bone, and most companies have. The question in the next five years is, 'How 
are you going to keep the bone?'" (Fisher, 1991, p.72) 
Communication tactics. The present research drew implications to managers 
who communicated explanations of organizational changes to employees. Legitimate 
and positive explanations, and sincere communication would help ameliorate the 
reactions of employees toward organizational changes. 
It is interesting that job satisfaction, intention to quit, and OCB could be 
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ameliorated by legitimacy, positivity and sincerity, respectively. However, none of 
these explanation tactics could mitigate the decrease in organizational commitment 
under PCV. It implied a great impact of PCV on organizational commitment, which 
was hard to be recovered by other means. Bunderson (2001) suggested that 
organizational commitment is a currency which is more easily exchanged in 
relational rather than transcactional exchanges. Relational psychological contracts 
"involve considerable investments by both employers and employees and a high 
degree of mutual interdependence" (Kabanoff, Jimmieson, & Lewis, 2000). Hence, it 
is much more difficult to recover with one or two words. Hence, managers need to be 
prepared to lose much in organizational commitment when organizational change 
brings PCV. 
Limited effects of communication tactics. Even though this research found that 
legitimacy, positivity and sincerity would ameliorate the reactions of employees 
toward organizational changes, the interaction effects were not very powerful to 
warrant a strong conclusion that these communication tactics were really effective. 
The effect sizes of the interaction effects, PCV*LEGIT, PCV*POSIT, and 
PCV*SINCER，were small for job satisfaction (>=-.135’ r=-2.521,p<0.05), intention 
to quit (办=-.151’ r=-2.193,p<0.05), and OCB (6=.042’ 仁-2.392’p<0.05), 
respectively. 
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It drew implications to managers that PCV might have stronger effects than 
their expectation. Hence, once employees' psychological contracts were violated, 
their negative reactions might not be migrated by managers' communication tactics. 
For example, the result implied a strong effect of PCV on OCB. On one hand, PCV 
implied an exchange relationship between employers and employees, emphasizing 
the fulfillment of obligations from each side. On the other hand, OCB exceeds 
employees' formal obligation and hence, "goes beyond the formal 
employee-employer contract" (Robinson and Morrison, 1995, pp.291). According to 
the equity theory (Adam, 1965), employees will compare their input and output at 
work. While PCV gives rise to an output exceeding input situation, employees will 
strive for balance and withdraw their output. In this case, as OCB exceeds the 
employees' formal obligation at the first place, employees need much greater 
motivation to remain the OCB. Therefore, even legitimate and positive explanations 
may balance the input-output relationship, it is still difficult to restore the equilibrium. 
Although sincerity mitigated employees' negative reactions toward PCV, the effect 
size was still small. Thus, the effectiveness of communication tactics in ameliorating 
employees' reactions might be smaller than what we expected. 
Future research. The essence of explanations could be studied. For example, 
future research may study employees' reactions if organizations explain in advance 
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"how the change will affect them" (Daly and Geyer, 1994). For example, will a 
'realistic merger preview' help employees prepare for change and be useful in 
maintaining employees' commitment? 
The hypotheses suggested in this study could be further studied by separating 
relational PCV and transaction PCV. Since relational contracts have a broader zone 
of acceptance (Rousseau, 1995), and hence, employees with such contracts would be 
more likely to accept changes and reasons for it, I believe that justification of 
organizational changes, in terms of legitimacy, positivity and sincerity, would have 
more positive effects on reactions of employees with relational contracts. 
Conclusions 
This research aims at studying the impacts of PCV under organizational changes 
in Hong Kong and how explanation tactics could mitigate the negative reactions of 
employees. It confirmed past research's findings that higher PCV was associated 
with fewer OCB, lower job satisfaction, lower organizational commitment, and 
higher intention to quit. Legitimate explanations, explanations bringing positive 
impression to organizations, and sincere communication of explanations could help 
ameliorate the negative effect of PCV on job satisfaction, intention to quit, and OCB, 
respectively. Also, a list of 18 explanations for organizational changes was 
constructed to gain understanding of how people, both managers and other source 
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*你的性別是： i 男 2 女 
*你的教育程度是： i未受教育/幼稚園 1 小學 
3 中 學 4 大專、大學或以上 
*你的年齡是： 1 20或以下 2 21 - 30 3 31 -40 
4 41 - 50 5 50 - 60 6 60 或以上 
你的職業是: 
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請從以下各種機構改革中圈出你現職機構自2002年1月至今曾經歷的 
改革。（可選多過一項) 
- 減 薪 包括削減底薪、削減佣金等 
1 凍 薪 意即機構沒有按其承諾或照機構慣 
例增加你的薪俸 
3 削 減 福 利 如：醫療福利、交通津貼等 









1.整體而言’我的機 構 實踐在我入職時對我所作的承諾。 
i經常不 2有時不 2偶爾不 4偶爾能乏有時能 6經常能 
能夠 能夠 I 能夠 I 夠 I 夠 I 夠 
2.整體而言，我的機 構 在聘請我時所作的承諾。 
丄經常遺 2有時遺 2偶爾遺 4偶爾實乏有時實 5經常實 
反 I 反 I 反 丨 踐 I 踐 I 踐 
3.整體而言，公司實際給予我的回報〔包括經濟及非經濟的回報〕，比我認 
爲機構應給予我的 。 
_ 1少很多 I 2 少 少一些 I £多一些 I 2 多 多很多 
4.總觀所有工作因素’我真正從機構所獲的回報’比機構對我所承諾的 
0 
一1少很多 丨 2少 I i少一些I 多一些丨5多丨5多很多 






否引致你 1 從你的機構（由上司、 
現職機構 通告、信件等正式公佈） 
改革的原 I 從其他來源（如同事、 
因？ 謠傳、傳媒等） 
1.經濟衰退 .1 -2 ： 
2.外來競爭壓力、增力口競爭力 i 丄 你 的 機 構 1 其 他 來 源 
—— , 2 _ _ ^^ — — 
3 . 寅 有 效 地 強 、 精 簡 1 是 I 你 的 S S — I f f i S y j 
架 構 、 增 強 機 構 運 作 纖 率 ） . . I S _ ： ：, — 一 J 
4 .營運成本上漲 1 是 + i 的 S ¥ 2 其•來 i 
5 . 控制成本 s i l 支 
支 ） — _ ^ „ . t 否 ： ’ . . . . . ‘ . .」“ -丨 
6 .增加機構 _收益、回報 5 『 丄 你 的 機 構 1 難 來 源 
7. _ 機 腿 • 利 、 回 報 ^ ― 靜 2 
i _ . . . .'.1 否.‘ ....; ： .... 
8 . 擴 _ 務 ’ 令 漏 i i 你 隱 構 1 其 他 來 源 
2 否 
9 . 顧客要 _轉變（如 :顧客改變對產 1 . IT :你的機構 , 2 其他來源 j 
品和服務的要热 2 .杏 ！ 
10.科技發展（如：電腦化引致縮減人 1 是 + 1 你 的 機 構 2 其 他 來 源 
手、工業轉型） — 2 
1 1 . 機 E c ^ T j l ^ — 飞 -【 " ^，酵了】 : :變丨 
12.工作外步ij ‘ ‘ ~ i " i ^ ^ ^ T l S i i S ^ T S i i i � 2 ^^  
1 3 . 生 意 額 下 降 、 業 5 i r … … … ^ 
14.管理層管理不善….—一““.吣J ' I 一一 
1 5 .環境因素 :麽福素 � s * i ^， t ， x ^ i r : i ® a i r ’ 5 : : ‘ w • .丨 
I (如：中國加入世貿 ) . ： 2 . 簽 二 ： 二 丄 ^ ^ ^ 
16.公司資源不足（如：資金不足、集資1 是 i 你 的 機 構 2 其 他 來 源 
困難） 2 „否—— 
1 7 . 聘 用 形 式 的 轉 變 ( 如 ： 合 約 制 、 臨 時 p i 是 子 " " ’ i H i 置 ： 丨 猶 原 : 1 
工） 2 否 . .• ‘ ；：  ：“ ":、.:::..-.. . . : . .：! 
1 8 • 縮 小 機 觀 模 （ 如 ： 關 隱 房 ） ^ y 1 你 的 機 構 2 其 他 來 源 
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負 正 合 合 
面 面 理 理 
1 2 3 4 5 1 2 3 4 5 
I .經濟衰退 ： 1. ； ,2-：： ；：3,.：： ；4；. ：,5 ] 
- 〜 I - II >1 - .- i 1 ,‘ 丄 J . -廟 ^ ’.’ - I ^ . . ； I • , J 
2-外來競爭壓力、增加競爭力 1 2 3 4 5 1 2 3 4 5 
辨 、 . 誦 _ 體 譲 一 … Z ^ i 上 • 壶 i — L 丨 
4.營運成本上漲 1 2 3 4 5 1 2 3 4 5 
一—-t —— “—•——— . ^^  • __ 
5 . 控 第 本 ’ 節 省 開 支 i f i ： 2^：：'；3.：,,：4 ： :5 :4 ： 
6.增加機構短期收益、回報 1 2 3 4 5 1 2 3 4 5 
7.增加機構長遠盈利、回報 
“ 一 、'…一—— „一收‘一 h.^^J^U ―力—L；…二;r一- ：• � �-_、ji 
8.擴展業務’令機構表現卓越 1 2 3 4 5 1 2 3 4 5 
.一服務的要求） _ _ _ ^ _ _ ^ .‘ _- .. . � . ......j丨 1 ‘.: 4 3 4 : , 5 .1 
10. ^ [ 技 發 ― 亮 1 ^ 5 ~ ^ ^ ^ ^ ^ ^ 丨 致 縮 減 人 手 、 工 " ^ 一 • ^ 二 一 厂 葬専型） 1 2 3 4 5 1 2 3 4 5 
I I . 機構搬遷（如：北上大陸 )：‘〔 1 . 丨 ？了 
*•’一 - 1.门.• . f , f A • • I .- ‘ 
,, . d — ~ ' __ ti,-i .1、p - i J - •••j 
12.工作外判 1 2 3 4 5 1 2 3 4 5 
— ,— ^ ^ _ 
13.生意額下降、業繽賠損 、：1 2 3 4 5 h i 2 3 ‘ 4 5 
14.管理層管理不善 1 2 3 4 5 1 2 3 4 5 
15. • • m s T i i M i w i i T T ^ T ^ r T r r - T — ： … 厂 ： ‘ ‘ 
, 翅 • I S L 7 1 2 4 5 i： 1 2 3 4 5 
16.公司資源不足（如：資金不足、集資困難）1 2 3 4 5 1 2 3 4 5 
1 7 . 聘 用 形 式 的 轉 變 （ 如 ： 合 約 制 、 i 
— _ ‘ I • ‘ .•___— i -J* it " U v - u e x A ^ _ ^ l^ i__,__t- - • 1 • Tir-t"- - , •丄 . . . - I 
18.縮小機構規模（如：關閉廠房） 1 2 3 4 5 1 2 3 4 5 
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D .請圈出你對以下句子的同意程度。 
“ 非 不 少 少 同 非 
常 同 許 許 意 常 
不 意 不 同 同 
同 同 意 意 
1 .爲使我的機構成功’我願意付出遠超於纖的梦力 f f i i :. .2’ 二 
2.我常批評機構的政策。 _ _ — — L .4— 5 6… 
3： ：丨 
4. i S i i E f i i 大 的 同 i � 1 2 3 4 5 T 
我願意幫助那些在工作上過到困難的同事。..•：忍、;fe : 2:: ：核：：,5: 
6.我滿意我的工作。 1 2 3 4 5 6 
7 .我聊關心這機構的命運。 . V：： .;； .,：：1：："；.2：；^ 
！就算沒有人監管，我也會遵守公司的規則。 1 2 3 4 5 6 
機構真的能激發我在工作 4：寒現出最好％ "面 I . 1 � . . 2 . � 3 J :.:’5: •波 
10.我不會作額外的休息。 1 2 3 4 5 6 
T T 爲 了 繼 續 替 這 機 構 效 力 ， 我 差 不 多 會 接 受 任 ^ 丄 “ 一 
I 的工作。 .： . 
12:我會在明年積極地在我現職的機構以外找尋工作。1 2 3 4 5 6 
i 只 要 工 作 性 貧 相 似 ， : 我 可 以 在 另 一 間 機 ： 丨 : 。 ” ™ ？ " T ^ Z T l 
lU這機構無限期地待下去不會有太大得著。 1 2 3 4 5 6 
iSTl當我有不滿時，癘都會作出投辨。'.-:「 “：：^:"违: 
16.我隨時樂意對周圍的人伸出援手。 1 2 3 4 5 6 
r m i ^ 多 時 間 投 訴 一 些 瑣 事 。 . ； / , .. 1::受.了.4.:_5’¥ 
18. i然不必要’但我仍自願幫助新同事 -適應機構的環 1。 , , 
境。 1 2 3 4 5 6 
.. . . . • ‘ . ’ ..'..:••,“:-•、，<-.一::,.---•�‘. -‘�，‘,JU�-. Z j\ • 4 D 0 
/A—. , . . : . • : • . ， ： . ‘ • " . ， ： ‘ . ， ， . . . . - , . • 
作。 .：丨-；.. ：.;;.• , • •  . :,:、'. .： ’.:... • 
20.我相信只要誠實地工作就會有應得的回報。 1 2 3 4 5 6 
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非 不 少 少 同 非 
常 同 許 許 意 常 
不 意 不 同 同 
同 同 意 意 
意 意 
汽’、丄 一一'、：；•；.: -二— —山“—‘—•^”』…•^」一：.....一.：：；.•.,•.. .：：,-.： 
21決定替這機構工作絕對是我的一個錯誤。 1 2 3 4 5 6 
r ^ 我 工 般 人 高 。 , ； , , 5 : � , : 6 ， 
—24.我發現自己的價値觀和這機構的價値觀十分相似。1 2 3 4 5 6 
同事。. ： … ： • ‘ ..qv 2 ' ^'：.：；4 5： >6 
26.我很多時候發現難以認同這機構對員工的重要政 
帛 1 2 3 4 5 6 
束。 
對我來說’這是眾多可效力的機構中最好的一間。 r 2 3 4 5 6 
� i i ^ E i g ^ r M ^盡責的職員。：：： . - ：：： .1. 2, 3 . 4 . 5 , 6 
我現時g況有少許改變’便會導致我離開這-1 ： “ / ‘ 
機構。 3 
l i m ^ 太忠於 i l g 構。 . . . . 、 “ ； ； 1 2 .:3 .;4: .5, 
32.我很少想及辭職。 1 2 3 4 5 6 
“ ： I 4 S 6 
34^宣自豪的告訴他人我是這機構的一份子。 1 2 3 4 5 6 
i 好 嶋 棒 。 ‘ - - ‘ ‘ [ 2 : 
36.代表機構向你解釋機構轉變的人…… 
b .言行一致 1 2 3 4 5 6 






1 2 3 4 5 
少很多 少 相約 多 多很多 
-. . . . . 、 一 - - — . V . - . - .f. . � . » • � r.«r-.< •‘ •• •- I . •• I" • ’..+ • • - - '* — 1 - - � . . � . • - • .. . . . . • 1 � .’.... 
2.參與決策的機會 1 2 3 4 5 
I T W升機會 ...：d ./.:: .:: . ^  r . 5 .:〔 
4 .醫療福利 1 2 3 4 5 
1 7 責任 • . ： • Vyl:. :�.,::: . . : : :2:.，T.丄 . . .4 .� :"）r , .�如5 
i 權 力 1 2 3 4 5 
8.回應/意見 1 2 3 4 5 
� 9 . 總體利益 ，.：；r； - 2 ：代 , 3 \ ； ’ 
10.機構對個人問題的支持 1 2 3 4 5 
[ T T ^ 口薪穩定度 . 
12.工作挑戰性及剌激性 1 2 3 4 , — 5 _ 
• 13.上司對工作ft題的支持 1 ： :2. ； • .: . ..3 ,_：； •:、； :: ”" 
14.就業發展 . 1 . 2 3 4 5 
1 5 . 培 訓 — - . . 1 : ， : . . 人 — ： ： 》 : . . , 3 : � � n 
16.退休福利 1 2 3 4 5 
17.超時工作津貝占 1 .由2 3 . .4, ‘ 
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F .請圈出最能代表你的個人 _。 
1 . 你 的 性 別 是 ： i 男 2 女 
2 . 你 的 教 育 程 度 i 未受教育/幼稚園 2 小學 
是： 
3 中學 4 大專、大學或以上 
3 . 你 的 年 齡 是 ： 1 20或以下 2 21 - 30 3 31 -40 
4 41 - 50 5 50 - 60 6 60 或以上 
4 . 你工作的行業是： i 農業及漁業 1 採礦及採石業 
3 製 造 業 4 7_K電及煤氣業 
5 建 築 業 纟運輸、貨倉及通訊業 
7 批發、零售及進出口 S 金融、保險、地產及 
業、酒樓及酒店業 商業服務業 
9 公眾、社會及個人服 m 不適用及未分類的 
務業(如：教育、醫療、 行業（請註明： 
硏究、娛樂） ) 
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6 . 你的每月收入爲： i $5000或以下 I $5001 - $10000 
3 $10001 -$15000 4 $15001 - $20000 
5 $20001 - $25000 6 $25001 - $30000 
7 $30001 - $35000 8 $35001 以上 
7 . 你 在 S M ^ 作 了 多 久 : 年 
8.你適去合兴工作了冬久 : 年 
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Appendix C 
Mediating effects of PCV 
The mediating effects of PCV between the three communication tactics (LEGIT, 
POSIT and SINCER) and the four employees' reactions (OCB, job satisfaction, 
organizational commitment, and intention to quit) were also explored. The mediating 
effects were tested according to the four steps suggested by Baron and Kenny (1986). 
Consider the test of the mediating effect on OCB when LEGIT as a predictor, first, a 
multiple regression was performed to test the effect of PCV (mediator) on OCB 
(criterion), after controlling demographics. Table CI shows that the effect of PCV on 
OCB was statistically significant (办=-.110’ r=-4.775,p<.01), which fulfilled Step 1. 
Second, a multiple regression was performed to test the effect of LEGIT (the 
predictor variable) on PCV (the mediator variable), after controlling demographics. 
Table C2 shows that the effect of LEGIT on PCV was statistically significant 
(Z?=-.227, r=-0.046,p<.01), which fulfilled Step 2. 
Third, a multiple regression was performed to test the effect of LEGIT (the 
predictor variable) on OCB (criterion), after controlling demographics. Table C3 
shows that the effect of LEGIT on OCB was statistically significant (办=.124,仁5.564’ 
P<.01), which fulfilled Step 3. 
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Table CI. Effects of Demographics and PCV on Organizational Citizenship Behavior, 
Job Satisfaction, Organizational Commitment, and Intention to Quit. 
Employees' reactions 
Job Organizational Intention to 
OCB 
satisfaction commitment quit 
R2 .360 .271 .391 .313 
F(6,43O) 10.670** 26.631** 46.079** 32.641** 
b .114* -.061 .100 -.190 
Sex 
t 2.469* -.696 1.615 -1.950 
Educational b .016 -.145 -.192** .466** level t .334 -1.638 -3.065** 4.697** b .077** .103 .058 -.105 
Age t 2.645** L ^ -1.717 
b .042** .060* .055** -.168** 
Salary t 2.738** 2.078* 2.713** -5.231** 
Organizational b -.000 .008 .006 -.022** 
tenure t ^ 1.064 -2.627** 
b - 110** -.459** -.454** .383** PCV 
t -4.775** -10.560** -14.731** 7.852** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
Table C2. Effects of Perceived Legitimacy, Positivity, and Perceived Sincerity on 
Psychological Contract Violations, after controlling demographics. 
PCV 
b -.227** LEGIT … … t -.046** 
b -.194** POSIT t -.4164** 
b -.390** SINGER t -8.804** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
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Table C3. Effects of Demographics and Perceived Legitimacy on Organizational 
Citizenship Behavior, Job Satisfaction, Organizational Commitment, and Intention to 
Quit. 
Employees' reactions 
Job Organizational Intention to 
OCB 
satisfaction commitment quit 
R2 .388 .376 .401 .241 
R . 12.179** 11.304** 13.182** 21.814** 
• (6,412) 
b .110* -.071 .092 -.192 
Sex t 2.387* -1.836 
Educational b .019 -.083 -.119 .387** 
level t .406 -1.615 3.694** 
b ^ ^ -.089 
A g e t 2.393* L ^ -1.341 
b .057** .116** .108** -.207** 
Salary t 3.840** 3.692** 4.558** -6.105** 
Organizational b ^ ^ ^ -.020* 
tenure t ^ m ； -.070 -2.210* 
b .124** .242** .216** -.208** 
LEGIT t 5.564** 5.177** 6.090** -4.108** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
Fourth, a multiple regression was performed to test the effect of LEGIT 
(predictor) on OCB (criterion), after controlling demographics and PCV (mediator). 
As both the effects of the mediator (PCV)(办=-.074’ r=-3.168, p<.01) and the 
predictor (LEGIT) (b=.l01, r=4.724, p<.01) were significant, a complete mediating 
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effect was not supported (Table C4). However, as compared with the effect of LEGIT 
(predictor) on OCB (criterion) shown at the second step, the effect of the LEGIT 
(predictor) on the OCB (criterion) decreased after controlling the PCV (mediator). 
Thus, I concluded that the effect of LEGIT on OCB was partially mediated by PCV. 
Table C4. Effects of Demographics, PCV and Perceived Legitimacy on 
Organizational Citizenship Behavior, Job Satisfaction, Organizational Commitment, 
and Intention to Quit. 
Employees' reactions 
Job Organizational Intention to OCB 
satisfaction commitment quit 
r2 .171 .291 .409 .316 
R, ,,,� 12.103** 24.092** 40.568** 27.085** 
1 (7.411) 
b .110* -.067 .096 -.195* Sex t 2.428* ^ 1.558 -1.964* 
Educational b .004 -.165 -.200** .455** 
level t .091 -1.863 -3.226** 4.537** 
b .067* .069 .041 -.077 
Age J 2.324* -1.210 
b .050** .073* .066** -.172** 
她 ry t 3 .327** 2 .522* 3 .264** -5 .273** 
Organizational b ^ ^ ^ -.023** 
tenure t .543 -2.641** 
b -.074** -.421** -.414** .342** PCV 
t -3.168** -9.312** -13.117** 6.693** 
b 107** .147** .121** -.130** LEGIT 
t 4.724** 3.346** 3.965** -2.630** 
Note. *p < .05, two-tailed. **p < .01，two-tailed. 
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The same procedures were applied to test the mediating effects of PCV on the 
relationships between LEGIT and the four employees' reactions, the relationships 
between POSIT and the four employees' reactions, and the relationships between 
SINGER and the four employees' reactions. All these sets of mediation analyses 
fulfill the first three steps (Table CI, C2, C3, C5, and C7). However, after controlling 
demographics and PCV, the effects of the predictors (LEGIT or POSIT or SINGER) 
were still significant. Hence, a complete mediating effect was not supported (Table 
C4, C6, and C8). As compared with the effect of predictors (LEGIT or POSIT or 
SINGER) on criterion (the four employees' reactions) shown at the second step, the 
effects of the predictors (LEGIT or POSIT or SINGER) on the criterion (the four 
employees' reactions) decreased after controlling the mediator (PCV). Thus, I 
concluded that the effects of LEGIT, POSIT and SINGER on OCB, job satisfaction, 
organizational commitment, and intention to quit were partially mediated by PCV. 
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Table C5. Effects of Demographics and Perceived Positivity on Organizational 
Citizenship Behavior, Job Satisfaction, Organizational Commitment, and Intention to 
Quit. 
Employees' reactions 
Job Organizational Intention to OCB 
satisfaction commitment quit 
r2 .103 .115 .128 .229 
7.946** 9.000** 10.140** 20.559** 
b .110* -.070 .096 -.194 
Sex t 2.329* - n ^ -1.858 
Educational b .028 -.070 -.105 .372** 
level t ^ -1.412 3.535** 
b .073* .087 .050 -.087 
A g e t 2.461* -1.412 -1.313 
‘ b .057** .116** .108** -.205** 
Salary t 3.746** 3.679** 4.508** -6.062** 
Organizational b -.003 .004 .000 -.021* 
tenure t ^ ^ .112 -2.300* 
b .068** .183** .116** -.173** POSIT 
t 2.964** 3.859** 4.612** -3.409** 
Note. *p < ,05，two-tailed. **p < .01，two-tailed. 
Communications during organizational changes 1 0 9 
Table C6. Effects of Demographics, PCV and Perceived Positivity on Organizational 
Citizenship Behavior, Job Satisfaction, Organizational Commitment, and Intention to 
Quit. 
Employees' reactions 
Job Organizational Intention to 
0 � B 
satisfaction commitment quit 
R2 .134 .279 .398 .311 
- Q 151** 22.961** 39.206** 26.803** 
1^ 7,415) 义。1 
b .1104* -.069 .097 -.195* 
Sex t 2.371* -.784 1.575 -1.972* 
Educational b ^ ^ ^ ^ 
level t .195 -1.801 -3.120** 4.456** 
5 .071* W e ^ -.078 
A g e t 2.425* 1.363 -1.248 
b ,048** .071* .064** -.169** 
Salary t 3.143** 2.465* 3.168** -5.197** 
O r g a n i z a t i o n a l b ^ ^ ^ 
tenure t -623 .906 -635 -2.688** 
b -.091** -.437** -.429** .356** 
PCV t -3_848** -9.725** -13.656** 7.057** 
b .050* .098* .083** -.104* 
POSIT t 2.182* 2.238* 2.701** -2.118* 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
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Table C7. Effects of Demographics and Perceived Sincerity on Organizational 
Citizenship Behavior, Job Satisfaction, Organizational Commitment, and Intention to 
Quit. 
Employees' reactions 
Job Organizational Intention to 
0 � R 
satisfaction commitment quit 
R2 .155 .260 .382 .258 
P 12.674** 24.298** 42.808** 24.101** 
"(6.415) 
b .065 -.179* -.024 -.106 
Sex t 1.394 -1.969* ^ -1.019 
一 Educational b ^ ^ ^ ^ 
level t .984 -.378 -1.065 3.379** 
b ^ 'm5 ^ -.074 
Age t 2.123* .713 -.286 -1.135 
b .049** .094** .089** -.194** 
Salary ^ 3.291** 3.240** 4.347** -5.818** 
" o r g a n i z a t i o n a l b ^ ^ ^ 
tenure t .133 2.113* 1.996* -2-957** 
b .139** .443** .444** -.283** 
SINCER t 6.121** 10,004** 14.249** -5.580** 
Note. *p < .05，two-tailed. < .01，two-tailed. 
Communications during organizational changes 1 1 1 
Table C8. Effects of Demographics, PCV and Perceived Sincerity on Organizational 
Citizenship Behavior, Job Satisfaction, Organizational Commitment, and Intention to 
Quit. 
Employees' reactions 
Job Organizational Intention to 
OCB 
satisfaction commitment quit 
r2 .169 .350 .527 .320 
c 19 027** 31 898** 65.770** 27.806** J\7’414) l^ .yj^ i 
b .046* -.151 .003 -.132 
Sex t 1.517* -1.769 -057 -1.326 
Educational b ^ ^ ^ ^ ^ ^ 
level t .587 -1.524 -2.867** 4.391** 
b ^ ^ H s -.078 
Age t 2.163* .830 .430 -1.240 
b .044** .065* .060** -.166** 
Sal 虹 y t 2.906** 2.345* 3.321** -5.142** 
Organizational b .000 .016* .010* -.026** 
tenure t .076 2.085* 2.029* -2.948** 
b - 066** -.349** -.339** .329** PCV “ t -2.653** -7.590** -11.230** 6.113** 
b 114** .307** .311** -.154** SINCER • t 4.606** 6.777** 10.464** -2.916** 
Note. *p < .05，two-tailed. **p < .01，two-tailed. 
• 
C U H K L i b r a r i e s 
00MD773GE 
